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ABSTRACT 
 
Introduction 
At the time of this study, Lumotech (Pty) Ltd did not have a formal mentoring 
programme. This study evaluated the requirements of such a programme in 
order to formulate an implementation strategy. 
 
Rational 
The main research problem addressed in this study was to identify the factors 
that contribute to creating a formal mentoring programme at Lumotech (Pty) Ltd. 
To achieve this objective, sub-problems were identified and addressed. The 
sub-problems identified were addressed through a literature review, an 
empirical study and the formulation of a strategy for the implementation of a 
formal mentoring programme. 
 
Goals/Objectives 
This paper attempts to create a strategy for implementing a formal mentoring 
programme at Lumotech by answering a series of research questions. 
 
Literature Review 
A systematic literature review was conducted in order to evaluate the various 
theoretical viewpoints and gain a clearer understanding of the requirements of a 
formal mentoring programme. Furthermore, establish a theoretical base on 
which a mentoring programme could be modelled. Various literature sources 
from Nelson Mandela Metropolis University libraries and the Internet was used 
to collect information. 
 
Research Methodology 
Qualitative research was performed with data collected using a questionnaire 
based on the literature review. The information gathered in the literature review 
was used to compile a questionnaire. The questionnaire was administered 
within Lumotech, and used to conduct an empirical study. The empirical study 
aimed to evaluate Lumotech employees’ expectations regarding a mentoring 
programme. 
 
Conclusions 
The results of the empirical study were compared with the results of the 
literature review in order to establish a mentoring implementation strategy. The 
study found that Lumotech can benefit from implementing a formal mentoring 
programme. 
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CHAPTER ONE 
 
INTRODUCTION, PROBLEM STATEMENT, RESEARCH DESIGN AND 
TERMINOLOGY 
 
1.1 INTRODUCTION 
 
The automotive industry is the third largest sector in the South African economy 
and accounts for seven percent of the total exports, as well as seven percent of 
the Gross Domestic Product (GDP). Between 2000 and 2005 capital 
expenditure in the form of investments in production facilities, export facilities 
and supporting structures increased from R1.5billion to R3.6billion. The majority 
of these investments were conducted by the parent companies of the local 
automotive manufacturers to ensure that the local production facilities comply 
with world class standards, and offer flexibility in terms of additional production 
capacity (SouthAfrica.info, 2008). This has allowed the local manufacturers to 
increase local production volume and earn export contracts that contribute 
directly to the local economy, both in terms of job creation and GDP growth. 
 
Competitive labour costs, cost effective low-volume production and a high 
degree of manufacturing flexibility is the basis of the local automotive sector’s 
competitive advantage. However, in order to sustain the cost advantage, local 
component manufacturers experience consistent product cost pressures. 
Although local component manufacturers have access to cheap materials and 
labour, low volumes require processes to be further optimised in comparison to 
foreign component manufacturers (SouthAfrica.info, 2008). In order to achieve 
the additional process optimisations, skilled labour is required. 
 
Lumotech (Pty) Ltd (formerly known as Hella South Africa (Pty) Ltd) is a tier 1 
Original Equipment (OE) and Parts and Accessories (P&A) supplier of plastic 
automotive components to Volkswagen of South Africa (VWSA) and Toyota 
South Africa Manufacturing (TSAM), amongst others. In 2008, the organisation 
employed approximately 450 workers. Lumotech is situated in Uitenhage, which 
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is approximately 40km from Port Elizabeth (www.lumotech.co.za, 2009) in 
South Africa’s automotive centre, the Eastern Cape. 
 
Lumotech is one of 200 automotive component manufacturers offering a 
competitive advantage to local automotive manufacturers (SouthAfrica.info, 
2008).  At the core of its business is plastic injection moulding. They provide a 
wide variety of plastic materials used for manufacturing automotive 
components. The products manufactured at its Uitenhage facility include 
headlamp assemblies, tail lamp assemblies, auxiliary lamps and other engine 
compartment components. The products are manufactured under license for 
foreign automotive component manufacturing organisations, which are based in 
Japan and Europe. The license agreements allow transfer of the latest 
manufacturing technology to Lumotech, which enables it to provide world class 
products at competitive costs to the local automotive industry 
(www.lumotech.co.za, 2009). 
 
In order to maintain its competitive advantage, Lumotech must ensure that its 
products offer world class quality at the lowest cost. To achieve this, Lumotech 
utilises world class materials processed with world class equipment. However, 
the advanced processes and materials used during product manufacturing, the 
complexity of assembly processes and the world class quality standards require 
staff with high skill levels. This is not only true for production workers, but also 
service department’s staff. Considering the unique and specific product 
demands, new staff from different industries experience difficulty understanding 
and adapting to this type of product. By determining the requirements of and 
implementing a formal mentoring programme, Lumotech will be able to assist 
new and existing employees adapt to the demands of the organisation, and 
offer guidance to ensure that these employees effectively contribute to the 
organisation. 
 
At the time of conducting this study, Lumotech did not have a formal mentoring 
programme. The purpose of this study is to identify the factors that will 
contribute to the creation of such a programme for Lumotech, thus enabling the 
organisation to improve the skill level of new and existing employees. 
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1.2 PROBLEM STATEMENT 
 
A literature study will be conducted to understand the basic requirements of a 
mentoring programme, and to understand the purpose of such a programme in 
an organisation. Literature sources from various Nelson Mandela Municipality 
University libraries and the Internet will be used in this empirical study. The 
results from the literature review will be used in conjunction with results from the 
empirical study, in order to formulate a strategy for the implementation of a 
formal mentoring programme. 
 
1.3 RESEARCH OBJECTIVES 
 
The objective of this study is to identify factors that contribute to the creation of 
a formal mentoring programme for Lumotech (Pty) Ltd based on empirical and 
literature research. 
 
The primary research question to be resolved is as follows: 
 
What are the factors that contribute to the creation of a formal mentoring 
programme for Lumotech (Pty) Ltd? 
 
In an attempt to address the primary research question, the following secondary 
research questions will be explored: 
• According to literature, what are the advantages of having a mentoring 
programme?  
• What does the literature indicate regarding the factors which contribute to 
the creation of a mentoring programme? 
• What does an empirical study at Lumotech identify as critical factors in 
developing and implementing a mentoring programme? 
• What strategy should Lumotech deploy in order to implement a formal 
mentoring programme? 
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1.4 RESEARCH DESIGN OBJECTIVES 
 
In this section the methodology used to conduct the research, the collection and 
the analysis of data will be discussed. 
 
Data collection will occur by sending a questionnaire to individuals at all levels 
within the selected sample. Additionally, the same questionnaire will be used to 
conduct personal telephone interviews, as well as face-to-face interviews with 
individuals. 
 
1.4.1 RESEARCH METHODOLOGY 
 
1.4.1.1 Research paradigm 
When quantitative research is performed, a positivistic research paradigm is 
best suited. The reason for this is that logical deductive reasoning is applied so 
that precision and objectivity can replace experience and intuition. The data 
results are thus based on actual facts, and not on an individual’s opinion. This 
type of research is performed within an artificial location and so is concerned 
with testing hypothesis. Since this type of research is based in an artificial 
location, the validity of its data is very low. However, the reliability of the results 
is very high as the hypothesis is based in the artificial location (Collis and 
Hussey, 2003:52-55). 
 
When qualitative research is performed, a phenomenological research 
paradigm is best suited. Inductive reasoning is used to generate theories that 
have a high level of validity, but a low level of reliability. This is due to the fact 
that the data is based on the experienced or opinion of various individuals. This 
will result in data that is best suited to certain situations or criteria, but is not 
valid for other applications. The result from this type of research is thus very 
subjective. Small sample quantities based in a natural location (e.g. a real life 
company that responds to a questionnaire) is used. 
 
Considering the above definitions, this study will be based on a qualitative 
research principle. The results generated will be based on sound theory, but 
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adapted to satisfy the specific needs of Lumotech (Pty) Ltd as identified through 
the empirical study. 
 
1.4.1.2 The sample 
Considering the objective of the study, the sample will be limited to Lumotech 
employees, with access to email. The population to be evaluated include all 
levels of staff that can benefit from the introduction of a mentoring programme, 
and non-probability judgemental sampling has been selected. The reason for 
using this sampling method is due to the fact that the organisations and 
individuals selected in the sample comply to predetermined requirements by 
manufacturing automotive components (Collis and Hussey, 2003:155-160). 
 
To ensure that participants are comfortable with sharing sensitive information, 
they will be assured that their responses will remain confidential and their 
information will not be shared with a third party. This will be stated in the 
questionnaire cover letter. The sample included employees with access to email 
and excluded employees that do not have access to email. 
 
1.4.1.3 Measuring instruments 
The questionnaire was designed based on the literature review, and structured 
in a way that provided answers to the secondary research questions. To ensure 
relatively simple data analysis, the questionnaire combined YES/NO answers 
with a Lickert sliding scale. No provisions were made for comments or opinions 
of individuals interviewed, as these might not be relevant to the study and may 
complicate analysing the data. 
 
1.4.1.4 Data analysis 
Once all the questionnaires had been received from the sample, the results 
were tabulated onto MS Excel. Once all data had been tabulated, further 
analysis of the data was conducted by applying linear regression in order to 
determine the mean, mode and standard deviation. Calculating these statistical 
values assisted in determining the distribution of answers, skewness of the 
data, and validity of the collected data. 
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To support the findings of the study, the number of questionnaires distributed 
was compared to the number of completed questionnaires received. The 
sample size was 73 of which 31 participants (42.5%) responded. According to 
Emory and Cooper (1991:333), a response rate of at least 30% is required in 
order to validate a research study. 
 
1.5 TERMINOLOGY 
 
1.5.1 FORMAL MENTORING 
 
Formal mentoring is a specifically designed programme created for the 
deliberate pairing of individuals of differing skill levels. This enables the 
enhancement of skills, provides assistance in the structure of training and 
evaluates the results and benefits to the participants and organisation (Philips & 
Stromei, 2001:3). 
 
1.5.2 MENTOR 
 
A mentor is a person at a higher organisational level who agrees to act as a 
trusted leader and role model to a person who seeks professional growth and 
development (Philips & Stromei, 2001:3). 
 
A mentor is an experienced person in an organisation or institution who trains 
and councils new employees or students (Oxford; 2009). 
 
1.5.3 MENTORING 
 
Mentoring is a complex interactive process in which two or more individuals of 
differing levels of experience and expertise are paired for an agreed time period 
in order to develop and grow specific competencies of the lesser skilled person. 
This process is a one-on-one developmental process incorporating 
interpersonal and/or career development (Philips & Stromei, 2001:3). 
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1.5.4 MENTEE (protégé) 
 
A mentee is the person whose protection and development become the primary 
goal of the mentor (Philips & Stromei, 2001:3). 
 
A mentee is a person who is guided and supported by an older and more 
experienced person (Oxford, 2009). 
 
The term protégé also refer to an individual that is less knowledgeable and have 
less to contribute to the mentoring relationship. Although the learner might have 
less knowledge than the mentor, the mentor might be able to learn other 
aspects from the learner (Klasen & Clutterbuck, 2002:2). 
 
1.6 OUTLINE OF THE STUDY 
 
The research has been planned to include the following chapters: 
 
Chapter 1 Introduction, Problem Statement, Research Design and 
Terminology 
Chapter 2 The literature study on mentorship programmes 
Chapter 3 The empirical study, methodology and analysis of data 
Chapter 4 The interpretation of the empirical and literature results 
Chapter 5 Recommendations and conclusion 
Chapter 6 Concluding comments 
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CHAPTER TWO 
 
LITERATURE STUDY ON MENTORSHIP PROGRAMMES 
 
2.1 INTRODUCTION 
 
In Chapter One a general overview was given of Lumotech and the industry it 
operates within. The lack of a formal mentoring programme was highlighted, 
and the importance of a literature study identified.  
 
Chapter Two comprises of a literature study of mentorship programmes. The 
purpose of the discussions in this chapter is to evaluate the various theoretical 
viewpoints, better understand the requirements of a mentorship programme, 
and form a basis on which a mentorship programme can be modelled. 
Information for the literature review will be obtained from the various Nelson 
Mandela Metropolis University libraries and the Internet. 
 
The purpose of Chapter Two is to provide answers to the following two 
secondary research questions: 
• According to the literature, what are the advantages of having a 
mentoring programme?  
• What does the literature indicate regarding the factors which contribute to 
the creation of a mentoring programme? 
 
2.2 THE PURPOSE OF MENTORING 
 
According to Murray (2001:5), the primary purpose of a formal mentoring 
programme “is to systematically develop the skills and competencies of the less 
experienced people”. Similarly, Peddy (2001:25) states that the purpose of a 
mentorship programme is the overall development of a learner (mentee) 
through the experiences and knowledge of a teacher (mentor). However, no 
mentor can ensure the success of a mentee. A mentor’s greatest satisfaction 
should come from the personal achievements attained by developing the 
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qualities of another person. These qualities are wisdom, judgement, resilience 
and independence. 
 
Wisdom means learning how the “system” works. Each organisation has a set 
of rules and regulations written in the form of company policies. However, every 
organisation also have unwritten rules that only “insiders” know and have 
learned through time. By sharing these unwritten rules, the mentee become 
accepted as an integral part of the organisation. But simply knowing the 
unwritten rules are not enough. Making decisions is an integral part of daily 
organisational functions and understanding the consequences of those actions, 
and how they will be interpreted according to the written and unwritten rules, are 
important. The mentor, with his/her objectivity and outside perspective, must 
help the mentee understand the long-term impact of the relevant decision 
(Peddy, 2001:25). The mentoring programme to be implemented at Lumotech 
should encourage mentors to “audit” a mentee’s decisions to ensure those 
decisions positively expose the mentee to senior managers. 
 
Making a decision opens opportunities for making mistakes. Over time, every 
mentee hits a brick wall, that one obstacle that causes things to unravel. 
Learning from these mistakes and coming back with renewed confidence, 
strength and determination is called resilience. By sharing personal successes 
and failures, mentors can teach mentees that the road to achievements is rarely 
without challenges and failures. A mentee’s growth and development into 
complete independence culminates at a point where the mentee is ready to 
accept increasing challenges and responsibility (Peddy, 2001:25). A mentor 
must have the patience to support a mentee in the event of a mistake that 
negatively affects the mentees’ reputation. 
 
According to Klasen and Clutterbuck (2002:8), a mentors’ task is merely to 
assist mentees in performing their tasks, not to do the tasks for them. Mentees 
must be able to learn from the past successes and failures of their mentors, be 
encouraged to engage in self-determined learning and find their own solutions 
to problems. By being supportive, challenging and reflecting on events, mentors 
can assist mentees to unleash their problem solving capacity and arrive at high 
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quality solutions. The programme to be implemented by Lumotech must 
promote problem solving exercises to develop the mentee’s problem solving 
initiative and instinct. 
 
2.3 CHARACTERISTICS OF MENTORSHIP PROGRAMMES 
 
A good mentorship programme must foster a good mentoring relationship 
between the mentor and the mentee and should be an important part of the 
mentee’s life. The mentorship programme serves two functions in the life of a 
mentee: career related and psychosocial. Career related functions assist the 
mentee in learning the ropes of the organisation by preparing the mentee for 
advancement opportunities in the organisation. Career-related functions include 
providing sponsorship, exposure, visibility, protection and challenging 
assignments. Psychosocial functions include acceptance, providing a role 
model, counselling and friendship (Philips & Stromei, 2001:7). 
 
In 1983, Kram (as cited in Philips & Stromei, 2001:8) explained that career 
related functions emerge first as the mentor provides challenging assignments, 
exposure, protection and sponsorship. As the interpersonal bond strengthens in 
time, the psychosocial functions experienced are modelling, acceptance and 
confirmation. Whilst career related functions are dependent on the mentor’s 
organisational rank, tenure and experience, the psychosocial functions are 
dependent on the mutual trust and intimacy of the relationship. 
 
Mentorship programmes are seen as essential for developing job related skills 
in managers. Organising, decision making, planning, leadership, communication 
and listening are some of the skills that managers need on a daily basis. Very 
few of these skills can be taught in a classroom situation and so mentoring is an 
excellent method to transfer these skills (Philips & Stromei, 2001:8). 
 
Every mentoring situation is unique, in some way, and no single generic 
mentoring programme exists. Mentoring programmes share the same elements, 
but the details and application of principles are different for each programme. 
Klasen and Clutterbuck (2002:169) further describe elements that are common 
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to most mentoring programmes. Mentoring programmes consist of four stages. 
The first stage is the start of the relationship. This is followed by the middle 
period (or stage two) and then stage three known as the dissolving of the 
relationship. Stage four is described as the restarting of the relationship (Klasen 
and Clutterbuck, 2002:185-187). 
 
Similarly, Lacey (1999:21) agrees that a mentoring programme consists of four 
distinct stages: a pre-programme phase in which the goals of the programme is 
decided, participants selected and matchmaking takes place. This is followed by 
an orientation or training phase during which mentors and mentees are trained 
on their roles and responsibilities during the relationship. The programme then 
transforms into a relationship development phase usually focused around a 
major project. Finally, the programme must be evaluated at various stages 
during the relationship. The length and structure of a mentorship programme 
can vary significantly. 
 
This study will be based on the four steps of a mentoring programme as defined 
by Lacey (1999:21). These four steps clearly explain the progression of a 
mentoring programme starting at the planning and promotion of the programme 
and ending at the evaluation of the programme. 
 
It is important to understand the purpose of each phase and how the phases 
support each other. The four phases provide a structure around which a 
programme can be developed. Having different phases allows the organisation 
to implement, evaluate and adapt each phase separately. This in turn makes 
the programme adaptable. 
 
2.3.1 PRE-PROGRAMME PHASE 
 
2.3.1.1 Programme promotion 
To enhance the success of a mentoring programme, aggressive promotion of 
the programme is required. Promotion of new and existing programmes will 
occur differently, focusing on different elements of the programme and adopting 
different methods to promote the programme. New programmes should be 
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promoted in a structured manner through fliers, notice-board notifications and 
endorsements by the Managing Director or Chief Executive Officer. Existing 
programmes can be promoted via successful participants, and also rely on 
word-of-mouth promotion. In both new and existing programmes, expression of 
interest forms can be circulated to eligible applicants. The individual needs of 
each returned document can assist in the matching process (Lacey, 1999:24). 
 
Promotion of the programme not only educates people, but it should also sell 
the idea to the organisation. Promotion provides information about the 
programme and attempts to prevent misconceptions about the programme. 
Various methods can be used to promote the programme, ranging from printed 
brochures, introductions at various meetings to memo’s and personalised letters 
to potential candidates (Klasen and Clutterbuck, 2002:227). Lumotech currently 
have notice boards and an annual news letter that could be used for 
programme promotion. 
 
The promotion of the mentorship programme must clearly promote the 
advantages of the programme, for both the mentor and the mentee. By 
providing more detail at the promotion stage, individuals will have a better 
understanding of the programme requirements as well as the commitment and 
sacrifices required. 
 
2.3.1.2 Participant selection process 
The first step is to create a recruitment plan. Initially, the plan can be very broad 
and unspecific, focusing on the number of mentors and mentees to be recruited. 
These numbers will vary greatly from one mentoring programme to the next, 
and will be determined by, amongst others, the following criteria (Klasen and 
Clutterbuck, 2002:230): 
• The budget allocated to the mentoring programme; 
• The size of the organisation; 
• Whether it is a pilot programme or a full-scale programme; 
• The number of suitable mentors; and 
• The number of suitable mentees. 
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In modern society, mentoring programmes are supposed to be free, fair and 
open to all. However, nepotism through favouritism and discrimination still exist. 
Alert mentees who observe and identify power structures in the organisation 
can select mentors who will grant them best entry to the “old-boy” network. 
Similarly, mentors with family members in the organisation might favour them in 
order to quickly advance their careers (Murray, 2001:134-135). 
 
Firstly, the selection process must focus on the mentee, rather than the mentor. 
It must be remembered that mentoring programmes are set up in a manner 
which benefits the development of mentees. For mentees to be effectively 
developed according to their individual needs, these needs must first be 
determined and then mentors matched to them (Klasen and Clutterbuck, 
2002:231). 
 
Organisations can employ various methods to choose suitable mentors and 
mentees to participate in the mentorship programme. Each method will have 
unique advantages and disadvantages, and will have a definite effect on the 
success of the programme (Lacey, 1999:24). The type and size of the 
organisation, availability of suitable mentees and the availability of suitable 
mentors will affect the decision with regards which method to adopt. 
 
When selecting participants for a mentoring programme, organisations can do 
the following (Lacey, 1999:24): 
• Call for volunteer mentors and mentees, and accept all applicants; 
• Call for volunteer mentors and mentees and select suitable applicants; 
• Call for boss and sponsor nominations; or 
• Provide mentors for a group within the workplace, e.g. all new 
employees. 
 
Each item above will be discussed separately in more detail in order to provide 
a better understanding of each item. It is important to understand the details of 
each item as it will directly affect the organisation’s strategy. 
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a) Calling for volunteers – accepting all or only suitable applicants 
Calling for volunteer mentors and mentees is an open-ended selection process, 
where individuals that are genuinely committed to the programme and are 
prepared to take responsibilities for their own personal development are most 
likely to apply. Unfortunately, the organisation will not be able to select mentors 
who they consider to be ambassadors of their corporate values, nor will they be 
able to select mentees who they consider having potential for accelerated 
career development (Lacey, 1999:25). For example, if an employee with 
positive growth potential does not volunteer for the programme, the organisation 
might not be able to develop him/her for future benefit, for the individual or the 
organisation. 
 
Individuals who make a conscious decision and self-select themselves onto the 
programme are more motivated than individuals “volunteered” onto the 
programme. The ideal candidate is a person who wants to be part of the 
programme. Ideal mentors are those individuals having the bulk of the skill in 
place. The ideal mentee is a person who wants to learn and be taught 
(MacLennan, 1995:255). 
 
Participants who volunteer to be part of a mentoring programme are most likely 
to be motivated and capable of directing themselves towards growth and self-
development. It is important to clearly define and communicate the desired 
characteristics of a mentee, outcomes of the programme and responsibilities of 
mentees. This will prevent employees not yet ready to be mentored 
volunteering for the programme (Murray, 2001:132). 
 
If organisations call for volunteer mentors and allow mentees to select from 
these people, mentees still have an element of choice and mentors will be more 
committed. However, as mentors will not know who their potential mentees are, 
they might be reluctant to volunteer. From the mentee’s point of view there 
might not be a mentor on the list with whom they feel comfortable with (Lacey, 
1999:25). 
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b) Boss and sponsor nominations 
Boss and sponsor nominations recognise the potential of both the mentors and 
mentees. Participants, once nominated by a boss or sponsor, are less likely to 
decline the opportunity afforded as it serves as recognition from the individual’s 
peers. Organisational structures can be provided to assist mentors fast tracking 
the career development of nominated mentees. This selection process is open 
to matching mentors and mentees who do not relate to or even know each 
other. A disadvantage of this selection method is that individuals with high 
profiles, but less probability of successfully contributing to the programme, may 
be selected above individuals with more potential but lower profiles (Lacey, 
1999:25). 
 
It is important that the boss or sponsor fully understand the requirements and 
objectives of the mentorship programme before they nominate a candidate for 
the programme. By having a very effective promotional programme, the 
nomination and forwarding of unsuitable candidates will be minimised (Klasen & 
Clutterbuck, 2002:232). 
 
This process allows a boss to nominate candidates who he/she believes are 
most suited to the mentoring process. It is important that the objectives and 
criteria for participation be clearly identified, well advertised and clearly 
communicated. Unfortunately, bosses do have “blind spots” and will naturally 
nominate their favourite subordinates whether they are most suitable for the 
programme or not. Although the boss considers the subordinate suitable for the 
mentoring programme, the nominee might not want to be part of the process 
thus creating possible conflict situations (Murray, 2001:132-133). Similarly, a 
manager could have a family member as a subordinate. The manager would 
naturally want to promote the family member and could be “blind” to any 
shortcomings. 
 
To overcome the biased nature of boss sponsored participants, sponsor 
nominated participants avoid the boss’s “blind spot”. This process allows any 
astute observer to nominate an employee as a potential mentee. However, 
managers and programme coordinators should still evaluate the nominations 
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considering the selection criteria established for the programme (Murray, 
2001:133). 
 
c) Providing mentors to an entire group 
Providing mentors to an entire group within the organisation does provide 
guidance opportunities to all members of the group, meaning that everyone can 
benefit from the programme. In this setup, what people gain from the 
programme depends on what they put into the programme (Lacey, 1999:25). 
With no specific pairing of mentors and mentees, commitment from mentees will 
not be at the same level as the other options, thus limiting the potential success 
of the programme. 
 
2.3.1.3 Selecting mentees 
The first step in recruiting mentees involves the identification of the target 
group. Once the target group has been selected, narrowing down of this group 
might be required. The number of mentees that can be accommodated at one 
time will be determined by the availability of certain resources, such as mentors 
or sufficient budgets. The minimising of the potential group should be linked to 
the primary objectives of the mentorship programme (Klasen & Clutterbuck, 
2002:231). 
 
The mentee selection process can have a considerable impact on the success 
of the programme and the likelihood of change and development in the mentee. 
Successful programmes rely on the attracting and selecting of suitable mentees 
who are motivated to build intensive relationships with their mentor, and so 
develop different or greater competencies. These mentees should receive 
preference during the selection process as they are more likely to contribute to 
the success of the overall programme (Lacey, 1999:24). 
 
Johnson and Ridley (2004:3) compares selecting mentees to investing in the 
stock market. The organisation has limited resources to invest in, but must yield 
maximum returns. Like investors choose investments with risks, traits and 
returns according to their profile, mentees must be carefully selected for their 
traits, talents and interests. The investment must pay good dividends to both the 
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mentor and mentee. Pre-programme interviews, questionnaires and personality 
indicators can be used to identify potential mentors and mentees (Philips & 
Stromei, 2001:8). 
 
2.3.1.4 Selecting mentors 
A mentor is a person available for the mentee to learn from. The mentor does 
not only have to have technical experience in the field in which the mentee 
needs to develop, but the mentor must also have significant life experience, and 
in general, be able to teach and guide the mentee whilst providing emotional 
support during the mentoring relationship (MacLennan, 1995:45). 
 
Mentors are the key players in the mentoring programme and so the selection 
of mentors warrants significant attention. Employing the correct mentor is vital 
to the success of the programme and the effective development of the mentees 
(Klasen & Clutterbuck, 2002:236). 
 
The mentor selection process can have a considerable impact on the success 
of the programme and the likelihood of change and development in the mentee. 
Successful programmes rely on the attracting and selecting of suitable mentors 
(Lacey, 1999:24). 
 
Selecting the mentor deserves careful attention as the mentor must be 
wholeheartedly involved in the mentoring programme for it to be effective. 
Mentors must inherently be willing to help other people develop and grow, and 
must be competent in their tasks and show commitment to the mentoring 
programme. The capabilities and nature of the commitment will vary greatly 
from one mentoring relationship to another (Murray, 2001:115). 
 
2.3.1.5 Matching mentors and mentees 
The most important part of the entire mentorship programme is the matching of 
mentors and mentees. Sometimes it works and sometimes it doesn’t. Voluntary 
participation by both the mentor and mentee will foster enthusiasm and 
commitment. Once the mentors and mentees have been identified, various 
activities can be arranged to allow interaction between the various parties. 
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Retreats, experiential exercises, team building exercises and action learning 
projects are examples of activities designed to facilitate interaction and allow 
either party the opportunity to opt out of a relationship, without fault (Philips & 
Stromei, 2001:9). 
 
Mentees should be allowed to choose the mentor of their choice. Mentors 
should also be allowed to accept or reject a mentee as the relationship is more 
likely to succeed if there is a high degree of choice, with the mentee allowed to 
nominate a mentor and the mentor allowed to accept or reject the nomination 
(Lacey, 1999:26). 
 
Mentees should also be given the option to select which mentors they 
absolutely do not want to have. Attending to the negative preferences can in 
some instances be more feasible as a definite indication of incompatibility will 
emerge (Klasen & Clutterbuck, 2002:237). 
 
The mentee takes a passive role and relies on the experience, energy, status 
and commitment of the mentor to provide the drive and learning of the 
relationship. Unsuccessful applicants may have negative feelings towards the 
organisation or successful applicants, and accuse either party of favouritism. 
The programme should be designed in such a way that the selection criteria is 
clearly defined and counselling is offered to unsuccessful applicants. The 
purpose of counselling is to advise unsuccessful applicants of the alternative 
routes for career growth and advancement (Lacey, 1999:26). 
 
A solid mentor-mentee relationship is based on trust. A mentor is aware of this 
important bond and is constantly on guard to maintain this trust. A mentor 
knows that the foundation of trust can take months to build, and only a moment 
to destroy (Nigro, 2003:43). 
 
Personality traits, social skills, communication style, and short and long term 
career goals are characteristics of both mentors and mentees that will affect the 
effectiveness and success of the mentoring relationship. Mentoring 
relationships that are well matched on both a personal and professional level 
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are stronger and more enduring and have a much higher chance of being 
successful. The more mentors and mentees consider themselves similar, the 
greater the perceived benefits of the relationship are (Johnson & Ridley, 
2004:64-65). 
 
2.3.2 ORIENTATION AND TRAINING PHASE 
 
The orientation and training phase is critical to the success of any mentorship 
programme. The purpose of this phase is providing the mentor and mentee with 
a clear understanding of the purpose of the programme and their respective 
roles and responsibilities within the programme, ensure consistent 
implementation of the programme, have agreed and documented protocols, and 
provide appropriate skills training (Lacey, 1999:27). 
 
In a developmental mentoring programme, this first stage can take up to six 
months to complete. It is mainly concerned with rapport-building and setting the 
direction of the mentoring relationship (Klasen and Clutterbuck, 2002:185). 
 
2.3.2.1 Establish rapport 
At the start of the mentoring relationship, most mentoring pairs, unless self-
nominated, will not know each other very well or may not know each other at all. 
Most often, formal mentoring programmes are designed in such a way that only 
one opportunity at the start of programme is given for the parties to interact. 
Ideally, the programme should be structured in such a way that initial activities 
are non-threatening to either the mentor or mentee with the risks and 
complexity of the activities increasing over time (Lacey, 1999:27). Rapport 
building is concerned with learning how to work together, establishing respect 
and trust. Mutual respect, goodwill and relevant experience is important in the 
mentoring process (Klasen and Clutterbuck, 2002:185). 
 
2.3.2.2 Roles, responsibilities and protocols 
Although the roles and responsibilities of the mentor and mentee should have 
been clearly defined at the promotion stage, it is wise to reiterate the 
requirements when the parties are paired (Lacey, 1999:27). 
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Although each mentorship programme is different, certain aspects and 
parameters within which mentoring pairs can set their protocols are generic.  
Protocols should, at least, include confidentiality, roles and responsibilities, time 
invested by the mentor and a procedure for the premature termination of the 
relationship. Non-negotiable aspects, usually established by the organisation, 
include minimum number of meetings, duration of the formal relationship, 
specific progress and performance measurement tools, and the relationship 
between the mentor and the mentee’s manager. Each mentoring pair will also 
agree on protocols specific to their relationship. These might include meeting 
locations, meeting duration and each person’s expectation of the other person 
(Lacey, 1999:28). 
 
2.3.2.3 Provide appropriate skill training 
It is generally accepted that mentors have been selected due to their relevant 
skills and expertise within a certain field. However, if mentors do not have highly 
developed interpersonal skills before they are selected as part of the 
programme, skills training at this late stage is unlikely to provide the mentor with 
sufficient confidence in this area. As part of the training programme, new 
mentors and mentees will require developmental training in negotiation, goal 
setting, planning and communication. Existing mentors will require refresher 
training only (Lacey, 1999:28). 
 
Mentoring can be performed to a satisfactory level with the skills that most 
senior managers possess. It is unlikely that a person could reach a high level in 
the organisation without setting an example for their staff, thus acting as a de 
facto mentor (a senior’s attitude towards work and others automatically guides 
other staff). However, senior staff members acting as mentors might require 
general guidelines for a particular mentoring situation, with the guidelines 
dependant on the objectives of the mentoring exercise (MacLennan, 1995:256). 
 
Training in a mentoring programme assists by directing, supporting and 
enhancing the potential of the mentor and mentee towards having a positive 
mentoring experience. Training within a mentoring programme is vital and 
should be integrated in such a way that participants do not see it as a chore, but 
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rather a tool assisting them to better understand their roles and responsibilities 
within the relationship, and the organisation (Klasen and Clutterbuck, 2002:254-
255). 
 
2.3.2.4 Provide a framework for a personal development plan 
The purpose of a mentorship programme is the overall development of a learner 
(mentee) through the experiences and knowledge of a teacher (mentor) (Peddy, 
2001:25). The mentor and mentee should establish the skills and abilities the 
mentee should posses and establish the mentees’ existing strengths and 
weaknesses (Lacey, 1999:28-29). 
 
The framework should provide tools that enable the mentee to conduct regular 
skills audits through other people, in the same or similar work context. This 
enables the mentee to receive regular feedback from various colleagues who 
provide insight into the mentees’ skills. The feedback should be used to 
evaluate the mentees’ skills development in the areas indicated as weaknesses 
as well as monitor the effectiveness of the personal development plan (Lacey, 
1999:29). 
 
It is not necessary to have a Personal Development Plan (PDP) in place in 
order to create and develop a strong mentor-mentee relationship. Initially, the 
focus of the relationship can be to ensure the mentee “understands how the 
organisation works”. However, it is not a disadvantage to have a PDP in place 
at the start of the relationship. Mentees can compile their own PDP and it is 
important to allow the mentee the freedom to do this and take responsibility for 
this process. The learning relationship is supposed to focus on the mentee’s 
agendas and so the mentor should avoid rushing the mentee to complete 
his/her PDP (Klasen and Clutterbuck, 2002:176). 
 
2.3.3 RELATIONSHIP DEVELOPMENT PHASE 
 
The strength of the relationship between the mentor and mentee is the most 
critical factor that will determine the success of any mentoring programme. At 
the start of the relationship an atmosphere of shyness exists, as both parties 
22 
 
are unfamiliar with each other. For the relationship to function at its best and for 
the programme to be successful, the relationship must develop to open 
disclosure where both the mentor and the mentee discuss and share 
information and feelings at all levels (Lacey, 1999:29). 
 
The integrity and success of a mentoring relationship also depends on the 
boundaries established at the beginning of the relationship. Mentors fulfil many 
roles within the relationship, ranging from work supervisors to being a friend. 
The relationship might require interaction between the mentor and mentee in 
different locations and settings (e.g. office, off-site and social gatherings). It is 
important that personal and professional boundaries in the relationship are 
clearly understood by both the mentor and mentee, to prevent inappropriate 
behaviour or violations of personal boundaries (Johnson & Ridley, 2004:69). 
 
In a formal mentoring programme, this portion of the programme usually starts 
six months after the initial pairing of the mentor and mentee. On average, and 
depending on the progress made during the programme, this phase should last 
approximately 18 months and is considered to be the most beneficial to both 
parties. The mentor is not directly involved in the projects performed by the 
mentee, and merely provides advice and direction. This phase allows the 
mentee to grow and become more independent from the mentor (Klasen & 
Clutterbuck, 2002:186). 
 
2.3.3.1 Setting relationship boundaries 
According to Johnson & Ridley (2004:69-70), establishing and understanding 
boundaries within the mentoring relationship is vital in preventing future 
relationship problems. It is the responsibility of the mentor to define the 
relationship boundaries and ensure they are implemented from the outset. One 
of the most important boundaries that must be discussed is romantic and sexual 
intimacies between the mentor and mentee. Sexual interactions in a mentoring 
relationship can compromise a mentor’s ability to fairly and objectively evaluate 
the mentee. 
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Johnson & Ridley (2004:70) further highlight the following key components to a 
mentoring relationship: 
• Respect relationship boundaries at all times and prevent overlapping 
roles; 
• Clarify appropriate contexts for interaction, limits on confidentiality and 
rules regarding socialising; 
• Avoid the addition of new roles into the mentoring relationship; and 
• Refuse a mentoring relationship to become romantic or sexual. 
 
2.3.3.2 Provide on-going support 
The developmental phase is key to the success of the mentoring programme. 
Interactions between the mentor and mentee will determine how quickly the 
relationship develops. To assist the mentor and mentee with all the ebbs and 
flows of a relationship, a support person should be available to support the 
mentor and mentee. The support member can be internal or external to the 
organisation and be the training facilitator, human resource facilitator or even a 
previous mentor. It is important for this person to possess good interpersonal 
and communications skills, as well as good conflict resolution skills (Lacey, 
1999:29). 
 
The size of the mentoring programme will likely determine if a dedicated 
relationship supervisor is required. In smaller programmes, the programme 
coordinator is also the relationship supervisor. However, with larger 
programmes having numerous mentoring relationships, it is advantageous to 
have a separate relationship supervisor. The role of this supervisor is to 
“manage” the mentor-mentee pairs (Klasen and Clutterbuck, 2002:223). 
 
2.3.3.3 Establish a periodic reporting programme 
The most critical time for the mentoring relationship is approximately four to six 
weeks after the mentor and mentee are paired. Initially, both parties are highly 
motivated and eager to commence. However, as daily responsibilities and 
duties require increased time, the mentoring relationship can come under 
pressure as both parties might not be able to fully participate. For this reason, 
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regular feedback to the programme coordinator is essential. The programme 
coordinator will monitor the mentoring relationship progress and provide 
motivation and assistance to the mentee and mentor (Lacey, 1999:30). 
 
Depending on the size of the mentoring programme and the number of 
mentoring pairs, the exact duties and responsibilities of the programme 
coordinator vary greatly. Whether the programme has a programme coordinator 
or relationship supervisor, the mentoring pair will report to this person on a 
regular basis. The purpose for this feedback is to monitor the mentoring 
relationship and ensure that the mentor and mentee are effectively cooperating 
towards achieving the mentoring programme objectives (Klasen & Clutterbuck, 
2002:221-222). 
 
2.3.3.4 Facilitate group meetings for participants 
During the course of the programme, group meetings for all mentoring pairs can 
be arranged. The purpose of these meetings is for all mentoring pairs to share 
their individual experiences and solutions to problems. This in turn can assist 
other pairs with similar problems in achieving efficient and effective solutions to 
their own problems. These meetings allow interaction between mentors and 
mentees from other pairs to share their roles, responsibilities and mentoring 
methods (Lacey, 1999:30). 
 
2.4 EVALUATING THE PROGRAMME 
 
The literature confirms that a mentoring programme must be evaluated at 
regular intervals. Lacey (1999:31) advises that the mentoring programme 
should be evaluated after the completion of each phase as programmes 
appearing successful in the short term might not have long-term viability. Klasen 
and Clutterbuck (2002:295) recommend regular evaluation of the programme to 
ascertain whether the programme facilitates or prohibits individual or team 
achievements. The evaluation is aimed at analysing the past performance in 
order to make useful recommendations for future changes. Murray (2001:183-
184) suggests either using the evaluation process to continuously improve the 
mentoring programme, determine if the programme should be changed or 
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simply compare the effectiveness of the programme to other development 
strategies. 
 
The short and long-term goals of the programme should be clearly identified 
from the onset. These goals should form the basis of the evaluation at each 
phase of the programme in order to determine if the programme is delivering 
the intended results. Examples of goals that can be evaluated at each stage are 
(Lacey, 1999:31): 
• Initial programme promotion; 
• Participant selection and matching procedure; 
• Training and support programmes; and 
• Gains made by the mentee. 
 
Murray (2001:184-185) advises that the best place to start determining the 
goals of the programme is to look at the results that any existing training 
programme is providing. These results are the baseline indicators on which the 
mentoring programme must improve and deliver better results. Examples of 
goals that can be evaluated are: 
• Executive development; 
• Technical skills training; and 
• Culture change. 
 
It is not always clear which aspects of the programme to evaluate. Klasen and 
Clutterbuck (2002:300) suggests that the programme objectives outlined in the 
original proposal for a mentoring programme should be used to establish how 
well the programme has met those objectives. The more clearly objectives are 
defined, the easier it should be to know what to measure and make an appraisal 
of the programme. 
 
2.5 BENEFITS OF MENTORSHIP PROGRAMMES 
 
Mentoring is a person-to-person interactive learning programme, able to 
effectively integrate learning experiences and result in greater learning between 
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mentors and mentees. Although mentoring programmes offer numerous 
advantages to both mentors and mentees, it must be remembered that such a 
programme can only offer potential advantages with actual benefits, determined 
by the commitment from the mentor and mentee (Klasen & Clutterbuck, 
2002:237). 
 
Whether a person enters a mentoring relationship as a mentor or a mentee, that 
person has an expectation that the programme will be of benefit to them. It is 
not only the mentee that should benefit from the programme, but the mentor as 
well (Lacey, 1999:13). However, it must be remembered that the objective of 
the mentoring programme is to benefit the organisation. Therefore the 
organisation must also experience benefits from the programme. 
 
2.5.1 BENEFITS TO MENTORS 
 
A mentoring programme provides four key benefits to a mentor: personal 
satisfaction; sense of being needed; professional recognition; and increased 
self-esteem (Lacey, 1999:14). An effective mentoring programme should 
provide an opportunity for both the mentor and the mentee to learn from each 
other. Although the personal development of the mentee is a result of the 
programme, mentors have much to learn from mentees. Mentees offer new 
ideas to existing problems, provide fresh theoretical insights and provide social 
contact. Mentors often learn from mentees through reflecting on the problem 
experienced by mentees and realising that they have similar problems (Klasen 
& Clutterbuck, 2002:34). 
 
Further learning for the mentor occurs before and during the mentoring 
relationship as the mentor acquires new skills he/she is lacking. The learning 
can occur through an integrated training programme, or via the experiences 
gained from the relationship. Mentors have to constantly review the progress of 
the mentee and adjust their mentoring strategy to ensure the mentee is 
progressing towards the programme objectives. This strategy adjustment will 
result in the mentor constantly evaluating his/her own self-development and 
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stimulate development of the mentor’s career and personal life (Klasen & 
Clutterbuck, 2002:34). 
 
Mentoring programmes provide benefits to mentors, on both a personal and 
professional level. Personal benefits include enhanced self-esteem, developing 
a close relationship with the mentee, fulfilling their own developmental needs 
and receiving public recognition. Professionally, mentors develop a revitalised 
interest in their own work, sometimes receiving financial reward and most often 
obtaining professional assistance with their own tasks (Lacey, 1999:13-14). 
 
Personal satisfaction also emerges from knowing that they have contributed to 
the personal growth and development of another person. The fact that their 
personal knowledge and skills, passed down to someone else, can continue to 
benefit the organisation (Klasen & Clutterbuck, 2002:33-34). 
 
In mentoring programmes where mentees complete project tasks under the 
mentor’s guidance, mentees can become a resource to a mentor. Mentees can 
become the mentor’s trusted confidant and assist the mentor in completing their 
functions (Lacey, 1999:14). 
 
Mentoring programmes can provide future career benefits to mentors and allow 
them to gain credibility for their own professional advancement. Being able to 
facilitate learning and development in others will enable the mentor to gain 
credibility within their own profession. By showing this commitment to their 
profession and the mentee, mentors can expose themselves to future career 
opportunities (Klasen & Clutterbuck, 2002:34). 
 
2.5.2 BENEFITS TO MENTEES 
 
Mentoring programmes are designed to assist the mentee in gaining specific 
knowledge and skills, and developing an understanding of how the organisation 
functions. Mentees experience five main benefits from a mentoring programme: 
access to the mentor’s network; acquiring skills and knowledge; improved 
promotion opportunities; status; and obtaining a role model (Lacey, 1999:14). 
28 
 
2.5.2.1 Access to mentor’s network 
Mentees are usually unfamiliar with the organisation, its “personal networks” 
and who to associate with in order to gain exposure. Mentees rely on mentors 
to not only provide them with exposure inside the organisation, but also provide 
exposure to senior staff members and board members usually not easily 
accessible to mentees (Klasen & Clutterbuck; 2002:33). 
 
2.5.2.2 Acquiring skills and knowledge 
Mentors assist mentees with acquiring new skills and knowledge directly related 
to their functions during the mentoring relationship. However, mentoring also 
fosters a wide range of skills that are useful in other jobs not related to the 
mentees’ functions. Continuous learning, discussing issues from all 
perspectives and acquiring new ways to solve problems promote and enhance 
a mentee’s creative ability improving his/her problem solving skills (Klasen & 
Clutterbuck; 2002:34). 
 
2.5.2.3 Improved promotion opportunities 
Mentoring programmes enhance a mentees’ competence and inspires them 
towards life-long learning and personal development. This in turn will allow 
mentees to improve their employability by offering employers a wide range of 
skills and knowledge (Klasen & Clutterbuck; 2002:33). 
 
Constant motivation by mentors can assist mentees to maintain momentum in 
their career path. Mentees perform better and have more confidence knowing 
that a respected employee is there to offer support on a personal and 
professional level (Klasen & Clutterbuck; 2002:33). 
 
2.5.2.4 Obtaining a role model 
Mentees who adopt their mentors as role models, and who hold their mentors in 
high regard, can accelerate personal change by emulating their mentors and 
learning from their personal and professional experiences. Mentees can acquire 
new qualities and enhance their opportunities for professional success. 
Confidentiality between the mentor and mentee will allow the mentee to offload 
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his/her own feelings of anxiety and low self-confidence offering psychosocial 
support to the mentee (Klasen & Clutterbuck; 2002:34). 
 
2.5.3 BENEFITS TO THE ORGANISATION 
 
The benefits experienced through the implementation of a mentoring 
programme vary from one organisation to the next. However, both Klasen and 
Clutterbuck (2002:34-39) and Lacey (1999:16) identify similar advantages that 
most organisation implementing a formal mentoring programme will experience. 
The advantages an organisation should experience are improved organisational 
effectiveness; promote organisational learning; discover new talent; enhanced 
motivation and satisfaction; better recruitment and retention; and improved 
internal and external communication. 
 
2.5.3.1 Improved organisational change 
Mentoring fosters learning and development of both the mentor and mentee by 
improving the technical skills, leadership skills and motivation of both parties. 
These three skills have a powerful impact on the organisation as a whole 
(Lacey; 1999:16). 
 
Mentoring programmes can enhance an organisation’s performance through 
enhancing an individual’s skills, supporting change, increasing motivation and 
ensuring the retention of key staff. At the same time, mentoring programmes 
can assist in identifying high potential individuals who, with further development, 
can contribute to the overall effectiveness of the organisation (Klasen & 
Clutterbuck; 2002:34-35). 
 
2.5.3.2 Promote organisational learning 
Through the sharing of ideas, knowledge and experience between mentees and 
mentors, the mentoring programme allows for learning throughout the entire 
company. The knowledge and experience shared between mentees and 
mentors are transferred to other parties in the organisation, thus further 
developing the skills and experience of others not directly involved in the 
mentoring programme (Klasen & Clutterbuck; 2002:37). 
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2.5.3.3 Discover new talent 
The term “new talent” has various interpretations in the literature. Lacey 
(1999:16) refers to new talent as “talents and skills of which they (mentors and 
mentees), and others in the organisation were unaware”. Klasen and 
Clutterbuck (2002:37) refer to new talent as high-flyers whose skills can be 
developed, careers can be influenced and who can be retained in the 
organisation once they have been developed. 
 
2.5.3.4 Enhanced motivation and satisfaction 
In organisations with flat organisational structures, promotional opportunities are 
limited and managers can become complacent and unmotivated. Being part of a 
mentoring programme itself becomes a motivation for managers. Furthermore, 
the mentoring relationship can become a motivating factor, stimulating growth 
and development in the mentor (Lacey; 1999:16). 
 
Mentors provide support and guidance to mentees enhancing their satisfaction. 
The mentees perception that the organisation cares about him/her generally 
results in increased motivation and a feeling of having to “give something back” 
to the organisation (Klasen & Clutterbuck; 2002:35-36). 
 
In 1987, Herzberg (as cited in Klasen & Clutterbuck, 2002:36) stated that 
“investments in employee training and development are much more likely to 
increase motivation than are other methods such as remuneration and 
benefits”. 
 
2.5.3.5 Better recruitment and retention 
Mentoring programmes enhance retention of new employees as they tend to 
feel more valued and cared for, resulting in enhanced organisational 
commitment. New employees also feel that their roles and responsibilities in the 
organisation are more defined, having a more significant motivational effect. In 
the period October of 1998 to September 1999, SmithKline Beecham had a 
non-mentored staff turnover of 27.6 percent versus two percent for mentored 
staff (Klasen & Clutterbuck; 2002:36-37). This statistic is real-life data and not a 
theoretical statistic. 
31 
 
Louise O’Reilly of General Electric Power Generation Division (as cited in 
Murray, 2001:36) stated: 
We also discovered that mentoring is a powerful concept in recruiting. 
Recognising that the people we hire will be the future leaders of our 
company, we try to find the best students, develop them technically, and 
then continue to invest in them. 
 
Lacey (1999:16) indicates that new employees receiving mentoring need 
dramatically less time to adapt to the organisation and become productive. 
These employees also demonstrate an increased sense of loyalty towards the 
organisation. 
 
2.6 DISADVANTAGES OF MENTORSHIP PROGRAMMES 
 
Contrary to the advantages of mentoring programmes, few critical studies exist 
exploring the disadvantages of mentoring programmes. In essence, the 
disadvantages which do exist can and need to be dealt with in the mentoring 
relationship.  
 
2.6.1 DISADVANTAGES FOR MENTORS AND MENTEES 
 
Because both the mentor and mentee is involved in the programme, 
disadvantages experienced by both are similar. As stated in 2.6, most of the 
problems can be resolved within the relationship and is not necessarily a 
disadvantage to the programme. Difficulties experienced by mentors and 
mentees can be noted and discussed during group meetings, allowing all 
participants in the mentoring programme to learn from each other. This in turn 
will contribute to reducing the time spent by other mentor and mentees 
attempting to resolve similar issues. Interrelationship problems exist between 
the mentor and mentee and can be addressed within the relationship, or with 
facilitation through the programme coordinator (Klasen & Clutterbuck, 2002:40). 
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2.6.2 RISKS TO THE ORGANISATION 
 
As with mentors and mentees the risks to organisations from a mentoring 
programme are very limited, and can be avoided by proper planning, 
implementation and monitoring of the programme. However, even the most 
effective programmes will have individuals who do not progress and develop as 
quickly as other participants. This can be limited through the assessment 
screening processes (Klasen & Clutterbuck, 2002:41-42). 
 
Misconduct and gross unethical behaviour of either member in the mentoring 
relationship can, in the worst case scenario, lead to legal action. The most 
common occurrence is sexual or racial discrimination and/or harassment. 
Planning cannot foresee such events, but planning can attempt to reduce the 
risk of such scenarios through careful matching of mentors and mentees 
(Klasen & Clutterbuck, 2002:41-42). 
 
One of the most important steps when designing and implementing a mentoring 
programme is assessing and understanding employees’ expectations of the 
programme. The employees, whether mentors or mentees, are the recipients of 
the mentoring service and thus the programme should cater for their needs. 
Failing to understand participants’ needs and expectations can lead to a lack of 
interest, and thus underutilisation of the programme. Understanding the needs 
of potential participants, providing easy access to the programme and properly 
marketing the programme should prevent any underutilisation issues (Klasen & 
Clutterbuck, 2002:42). 
 
2.7 REQUIREMENTS OF A MENTOR 
 
Few individuals are natural born mentors. Their personal development has 
made them comfortable and effective advisors to other people. Many people 
fulfil a general description of what constitutes an effective mentor. Butler and 
Waldroop (as cited in Harvard, 2004:101) describe mentors in the following 
way: 
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For some people, nothing is more enjoyable than teaching – in business, 
that usually translates into coaching or mentoring. These individuals are 
driven by the deeply embedded life interest of counselling and mentoring, 
allowing them to guide employees, peers, and even clients to better 
performance.... People like to counsel and mentor for many reasons. 
Some derive satisfaction when other people succeed; others love the 
feeling of being needed. 
 
MacLennan (1995:43) advises that mentors should have significant life 
experience in general as well as a good knowledge of the organisation and its 
structures. Mentors should be aware of emotional difficulties younger, less 
experienced mentees might have when interacting with older, higher skilled staff 
members. At the same time, mentors should be secure and not feel threatened 
by the mentee, as this can limit the knowledge transfer from mentor to mentee. 
 
In the modern corporate realm, mentoring is not only actively encouraged, but is 
welcomed. Mentoring compliments coaching in that it provides informality that 
works very well in the formal business environment of plans, measures and 
performance reviews (Nigro, 2003:35). In a particular mentoring relationship, 
each partner has a specific role. Mentors will demonstrate, explain, model, 
share and facilitate whilst their mentees observe, question and explore (Philips 
& Stromei, 2001:7). 
 
A mentor’s role is to promote intentional learning of their mentees by sharing 
more than just the right way of doing something. Mentors should be willing to 
share their experiences, successes and failures in order to develop the rapport 
necessary for the professional intimacy required within a successful mentoring 
relationship. This allow mentees to fully benefit from the mentor’s experience, 
wisdom and counselling, whilst the mentors are likely to gain satisfaction 
knowing that they are giving something back to their profession  (Philips & 
Stromei, 2001:7). 
 
Mentors teach mentees the unspoken rules of the organisation. How to 
approach management to have projects approved, how to dress, and “insider” 
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information that can potentially make or break a career. Sometimes they pass 
on sensitive information to mentees to warn them of potential pitfalls. In 
unfamiliar situations, mentors lend support by making introductory phone calls 
or sending introductory emails. In return, mentors expect loyalty, respect, 
confidentiality, attention, appreciation and commitment to a common goal 
(Peddy, 2001:31). 
 
People willing to spend the necessary time to transfer skills, knowledge and 
experiences, are open enough to take risks, willing to help and are most likely to 
make successful mentors. People chosen to be mentors should be effective 
motivators, be a high performer and reflect the organisation’s values and 
culture. The key to selecting people to be mentors is their commitment to such a 
programme, their willingness to allocate sufficient time to the mentoring 
relationship, their ability to accept the mentoring relationship as mutually 
beneficial, their willingness to learn from the mentee and their personal skills 
(Lacey, 1999:25-26). A mentor always exercises the power of suggestion. Wise 
mentors offer up plenty of suggestions to their mentees. They pose alternatives 
but refrain, as much as possible, from telling their mentees what to do (Nigro, 
2003:41). 
 
2.8 REQUIREMENTS OF A MENTEE 
 
Mentees should be motivated to develop different or greater competencies 
through an intensive relationship with their mentor (Lacey, 1999:24). 
 
Research suggests that mentors tend to select mentees that possess talent and 
demonstrate future career potential. Mentees that are identified usually have 
past achievements and create an impression that they will be successful. 
Mentors will likely select mentees that can be developed into valued colleagues. 
Mentees must have, amongst other criteria, good communication skills, 
emotional stability, initiative, intelligence and loyalty (Johnson & Ridley, 2004:4). 
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2.9 SUMMARY 
 
Chapter Two presented a literature study of mentorship programmes. The 
purpose of this chapter was to evaluate the various theoretical viewpoints, 
understand the requirements of a mentorship programme, and form a basis on 
which a mentorship programme could be modelled. 
 
This study attempted to provide information regarding the various aspects of 
mentorship programmes. Although the various literature sources used had 
different opinions regarding which aspects were important, a compilation was 
created to address aspects covered by the various literature sources. The 
literature review identified aspects of mentoring programmes and provided 
answers to the following two secondary research questions: 
• According to the literature, what are the advantages of having a 
mentoring programme?  
• What does the literature indicate regarding the factors which contribute to 
the creation of a mentoring programme? 
 
A questionnaire based on the literature review in Chapter Two was compiled 
and distributed within the organisation. The purpose of the questionnaire was to 
assess the opinion of employees at Lumotech with regards to formal mentoring 
programmes. The results from the questionnaire will be used to answer the 
following secondary research question: 
• What does an empirical study at Lumotech (Pty) Ltd identify as critical 
factors it requires in developing and implementing a mentoring 
programme? 
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CHAPTER THREE 
 
THE EMPIRICAL STUDY, METHODOLOGY AND ANALYSIS OF DATA 
 
3.1 INTRODUCTION 
 
Chapter Two discussed the literature study of mentorship programmes. The 
purpose of Chapter Two was to evaluate the various theoretical viewpoints, 
better understand the requirements of a mentorship programme, and form a 
basis on which a mentorship programme can be modelled. 
 
Chapter Three will discuss the empirical study. The questionnaire used to 
conduct the empirical study will be discussed in depth. Each section of the 
questionnaire will be discussed separately. The methodology used to conduct 
the study will also be discussed in detail. An in-depth analysis of the results of 
each section of the questionnaire will also be discussed. 
 
3.2 THE EMPIRICAL STUDY 
 
The information compiled in Chapter Two was used to compile a questionnaire 
that will be distributed within Lumotech. The purpose of this questionnaire is to 
formulate an answer for the following secondary research question: 
• What does an empirical study at Lumotech (Pty) Ltd identify as critical 
factors in developing and implementing a mentoring programme? 
 
Data obtained from the empirical study aims to highlight the current employee 
knowledge and perceptions of mentoring programmes, the opinions and 
preferences of potential mentors and mentees, as well as factors that will 
contribute to the successful implementation of a mentoring programme at 
Lumotech. 
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3.2.1 THE QUESTIONNAIRE 
 
The questionnaire (Annexure 3) was developed using information gathered in 
the literature study and presented in a way that would ensure that participants 
provided information that can be used to answer the relevant secondary 
research question. The questionnaire was divided into sections that focuses on 
specific factors that a mentoring programme should contain. 
 
The questions in section one were not based on the literature study. Section 
one attempt’s to gather information regarding the demographics of the 
organisation. The factors assessed were not discussed in the literature review 
but will have an effect on the formulation of the strategy. The questions in 
sections two to nine were based on the literature study. Each section of the 
mentoring programme will be discussed separately. The questions in each of 
the sections two to nine was based directly on information gathered in the 
literature review. 
 
3.2.1.1 Qualitative analysis – Lickert scale 
The Lickert scale is the most commonly used form of scaled items. It allows 
participants to choose a point on a scale that best represents his/her view 
(Allison, O’Sullivan, Owen, Rice, Rothwell and Saunders, 1996:83). The 
questionnaire for this study has Lickert scales of 1 - 4 and 1 – 5, indicating the 
level of preference of the statement. Thus, a 1 indicates LEAST preferential and 
a 4 or 5 indicates the MOST preferred option. 
 
In order to determine the degree of support, statistical measures were used to 
calculate the distribution of the data and the degree to which the data was 
“skewed”. This will be discussed in more detail in this section. One of the most 
important measures of computing numerical descriptive measures of data is a 
measure of the central or average value of the data. The three measurements 
of central data to be considered is the mean, mode and median (Keller and 
Warrick, 1997:105). 
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Keller and Warrick (1997:106) describes the mean as “the sum of 
measurements divided by the number of measurements” and the median as 
“the value in a set of measurements that falls in the middle when the 
measurements are in order of magnitude. Keller and Warrick (1997:110) 
describe the mode as “the value that occurs most frequently”. 
 
For descriptive purposes, it is more effective to report the values of all three 
measures, as each measure has a different meaning. The position of the mean 
and mode with regards to each other provides information regarding the shape 
of the distribution of the measurements. Frequency histograms can be used to 
observe the relationship of the mean, mode and median. Frequency histograms 
will not be used in this study as the results of mean, mode and median will be 
discussed. 
 
The relationship between the mean, mode and median can be summarised as 
follows (Keller and Warrick, 1997:116): 
• If the distribution of the measurements is symmetrical, the three 
measures coincide; 
• If the distribution is not symmetrical, it is said to be “skewed”. A positively 
skewed histogram is skewed to the right with the mean value higher than 
the mode. This distribution indicates a small proportion of relatively large 
extreme values. The histogram will have a long tail extended to the right 
and short tail extended to the left; and 
• A negatively skewed histogram is skewed to the left with the mean value 
lower than the mode. This distribution indicates a larger proportion of 
relatively large extreme values. The histogram will have a long tail 
extended to the left and short tail extended to the right. 
 
3.2.1.2 Section One - Demographics 
The purpose of Section One of the questionnaire was to determine the 
demographical composition of participants. Questions in this section surveyed 
participant’s gender, age, ethnicity, level of education and organisational 
function. Participants’ work experienced gained in their current function was 
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also assessed. The information in this section was used for statistical purposes 
only, and was not used to identify critical factors. 
 
Considering that mentors should have significant life experience and be well 
experienced in their field of expertise, too few senior aged and experienced 
individuals could limit mentoring resources. Thus, it is important to determine 
the number of participants that, due to their age, could be suitable candidates 
as mentors. This section consisted of seven questions, each having a 
predetermined category participants could select. 
 
3.2.1.3 Section Two - Communication 
Section Two was designed to assess the type and effectiveness of the current 
organisational communication. In order to effectively promote the programme, 
an efficient communication method that is easily accessible to all potential 
participants must exist. Promotion of the programme not only educates people, 
but it should also sell the idea to the organisation (Klasen & Clutterbuck, 
2002:227). 
 
This section consisted of four questions. Each question had predetermined 
categories participants could select, and was designed to determine what 
communication method is most accessible to participants. 
 
3.2.1.4 Section Three – Mentoring Experience 
Section Three focused on participant’s knowledge and experience of mentoring 
programmes. Questions were designed to establish if participants knew what 
constituted mentoring, if they participated in mentoring programmes in the past, 
and how long they were part of that particular programme. This section also 
assessed if participants would be interested in participating in a formal 
mentoring programme, and attend workshops providing more information. 
 
The information gathered in this section indicated the mentoring experience of 
the participants and what level of education and promotion will be required 
during the programme promotion stage. This section included seven questions 
with predetermined options. 
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3.2.1.5 Section Four – Selection Process 
Section Four was designed to assess which participant selection process would 
be most attractive to participants. Promoting and advertising the programme is 
critical in educating potential participants about the programme. However, the 
selection process used will also have an effect on the willingness of potential 
participants to participate in the programme. By determining how the majority of 
participants would prefer to be selected, the programme selection process can 
be formulated to ensure that the majority of the potential participants are 
attracted. 
 
This section consisted of four questions, each having a Lickert scale ranging 
from 1 to 4 representing the LEAST to MOST attractive selection process. 
Participants were required to select each option only once, to ensure that they 
clearly identified their most preferred option and to create an “order of 
importance.” 
 
3.2.1.6 Section Five – Mentees 
Questions in Section Five focused on the mentee. Mentoring programmes are 
designed to develop mentees and thereafter it is important to determine the 
opinion of participants with regards to the advantages a mentoring programme 
offers. By determining what participants consider the most important 
advantages, the programme can be structured in such a way to ensure that the 
most preferred advantage is promoted. 
 
This section requested participants to indicate if they believe mentees should 
have the right to select their own mentors, and if they should be allowed to 
identify mentors they do not want to be paired with. This is important as 
personal issues between a mentor and a mentee can have a negative impact 
on the success of the programme. 
 
The section consisted of three questions, with the third question having five 
sub-questions. Each had a Lickert scale ranging from 1 to 5 representing the 
LEAST to MOST attractive advantage. Participants were required to select each 
option only once, to ensure that they clearly identified their most preferred 
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option and to create an “order of importance.” All participants, irrespective of 
whether they consider themselves a potential mentor or mentee, had to 
complete this section. 
 
3.2.1.7 Section Six – Mentors 
Section Six focused on the mentor. A mentoring programme must have 
competent, dedicated and experienced mentors to ensure its potential for 
success. Questions were designed to determine the participants’ opinion of the 
advantages a mentoring programme can offer. The section consisted of three 
questions, with the third question having five sub-questions. Each had a Lickert 
scale ranging from 1 to 5 representing the LEAST to MOST attractive 
advantage. Participants were required to select each option only, once to 
ensure that they clearly identified their most preferred option and to create an 
“order of importance.” All participants, irrespective if they consider themselves a 
potential mentor or mentee had to complete this section. 
 
3.2.1.8 Section Seven – Organisational Effect 
Mentoring programmes offer advantages to organisations. In this section, 
participants had to identify the organisational advantages according, to a Lickert 
scale ranging from 1 to 5 representing the LEAST to MOST attractive 
advantage. Participants were required to select each option only once, to 
ensure that they clearly identified their most preferred option and to create an 
“order of importance.” This is important as the advantage experienced by the 
organisation can provide psychological proof to the participants that the 
programme is successful, and that it can be of benefit to the organisation. 
 
3.2.1.9 Section Eight – Mentoring Relationship 
The purpose of this section was to establish which of the listed relationship 
criteria is most important to the participants. The strength of a mentoring 
relationship is dependent on the boundaries and responsibilities of each party 
involved. A strong mentoring relationship will improve the potential for success 
of the programme. This section consisted of five questions, each with a Lickert 
scale ranging from 1 to 5 representing the LEAST to MOST important criteria. 
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3.2.1.10 Section Nine – Programme Evaluation 
Section Nine focused on the evaluation of the programme. In order to ensure 
that the programme is successful and continually improved, evaluation is 
critical. The questions in this section would assess how often participants think 
the programme should be evaluated and what they consider the most important 
evaluation criteria. This information will be used to establish the evaluation 
policy of the programme. The evaluation and the changes made as a result of 
the evaluation will provide evidence to the participants that the organisation 
considers the programme to be an integral and important part of its overall 
operations. 
 
The section consisted of three questions with question 1 having four sub-
questions. Each question had predetermined options to select with participants 
indicating if they AGREE, DISAGREE or UNKNOWN if they had no opinion. 
Questions 2 and 3 in this section allowed them to choose MONTHLY, 
QUARTERLY or ANNUALLY to indicate their opinions. 
 
3.3 ADMINISTERING THE QUESTIONNAIRE 
 
The study focused on creating a formal mentoring programme at Lumotech, and 
therefore the questionnaire was only distributed within Lumotech. This would 
ensure that only the opinions of current employees were considered, and the 
data would not be affected by the opinion of external people. The questionnaire 
and covering letter was emailed to the organisation which ensured that all 
employees with access to email could receive the questionnaire. This ensured 
maximum distribution of the questionnaire. 
 
The questionnaire and covering letter was sent out on Thursday 13 August 
2009 and participants were requested to return the questionnaire by Thursday 
20 August 2009. Questionnaires returned after this date was not considered 
when compiling results. 
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3.4 THE RESEARCH RESPONSE 
 
73 questionnaires were distributed within Lumotech. In total, 31 (42.5%) 
participants completed and returned the questionnaire. According to Emory and 
Cooper (1991:333), a response rate of at least 30% (22 responses) is required 
in order to validate a research study. Based on the percentage and the criteria 
stipulated by Emory and Cooper, the results from the questionnaire can be 
considered valid and will be used in later chapters to answer the primary 
research question. 
 
3.4.1 RESPONSE CALCULATIONS 
 
In order to assess the responses for sections four to eight, the options in each 
question carried a weighting equal to the option. For example, if question 4.1.1 
had options 1 2 3 4 to select, option 1 would carry a weight of 1, 2 would carry a 
weight of 2, etc. This method ensured that the question with the highest number 
of favourable responses is not always selected, but rather the question with the 
highest score based on all responses. The number of responses per selection 
was multiplied to achieve an overall rating for the relevant question.  
 
For example, the responses to question 4.1.1 were: 
Option 1 2 3 4 
Response 14 6 5 6 
TOTAL 14 (1x14) 12 (2x6) 15 (3x5) 24 (4x6) 
 
Based on the above example, Question 4.1.1 had an overall rating of 65 
(14+12+15+24). 
 
3.4.2 RESULTS OF SECTION ONE OF THE QUESTIONNAIRE 
 
The results for Section One of the questionnaire will be presented in Tables 3.1 
to 3.7, with commentary on each table immediately thereafter. 
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Table 3.1: Gender of participants 
Gender Response frequency Percentage 
Male 24 77.4% 
Female 7 22.6% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.1 demonstrated that 77.4% of participants were male and 22.6% 
females. Considering that 67.1% of individuals receiving the questionnaire were 
male, the response ratio could be considered slightly skewed towards male 
participant’s opinion. The gender demographic of Lumotech is 55.3% female 
and 44.7% male (Stoltz, 2009). 
 
Table 3.2: Age group of participants 
Age group Response frequency Percentage 
< 20 0 0 
20-30 6 19.4% 
31-40 12 38.8% 
41-50 3 9.6% 
51-55 3 9.6% 
55 < 7 22.6% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.2 indicates that 38.8% of participants were within the 31-40 year old 
age group. A further 22.6% were in the >55 age group. This can be considered 
favourable as the theory indicates mentors should have significant life and 
occupational experience. 19.4% were in the 20-30 years age group, indicating 
that there are a large group of potential mentees that can be mentored to assist 
and replace the higher age group employees. 
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Table 3.3: Ethnicity of participants 
Ethnicity Response frequency Percentage 
Caucasian 22 71.0% 
Coloured 6 19.4% 
Black 1 3.2% 
Indian 0 0.0% 
Eastern 0 0.0% 
Other 2 6.4% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.3 demonstrated that 71% of participants were Caucasian, 19.4% 
Coloured, 3.2% Black and a further 6.4% indicated “other”. 
 
Figure 3.1: Ethnic demographic of Lumotech 
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Figure 3.1 indicates the ethnic demographic of the organisation. 6.3% of the 
organisation is Caucasian female, 34.2% Coloured female and 14.8% Black 
female. 16.3% of the organisation is Caucasian male, 16.0% Coloured male, 
12.2% Black male and 0.2% Eastern male (Stoltz, 2009). 
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Table 3.4: Highest level of education 
Level of education Response frequency Percentage 
< Grade 12 0 0.0% 
Grade 12 6 19.4% 
Certificate 4 12.9% 
N. Diploma 14 45.1% 
Degree 7 22.6% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.4 demonstrated that 19.4% had Grade 12, 12.9% a Certificate, 45.1% a 
National Diploma and 22.6% a Degree. This response shows that most 
participants, whether they are potential mentors or mentees, have a good 
education and should be able to positively contribute to a formal mentoring 
programme. 
 
Table 3.5: Current organisational level 
Organisational level Response frequency Percentage 
Director 0 0.0% 
Manager 8 25.8% 
Supervisor 5 16.1% 
Skilled 17 54.8% 
Semi-skilled 1 3.3% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.5 demonstrated that 25.8% of participants were at management level, 
16.1% at supervisory level, 54.8% were skilled staff and 3.3% semi-skilled. 
Considering that 54.8% of the participants are skilled indicates that there is a 
good skills base for potential mentees. 
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Table 3.6: Current organisational function 
Organisational function Response frequency Percentage 
Finance 3 9.6% 
Maintenance 2 6.4% 
Engineering 10 32.3% 
Quality 6 19.4% 
Logistics 4 12.9% 
Production 0 0.0% 
Other 6 19.4% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.6 demonstrated that 9.6% of participants are in the Finance 
department, 6.4% in Maintenance, 32.3% in Engineering, 19.4% in Quality, 
12.9% in Logistics, and a further 19.4% in “Other” departments. The “Other” 
organisational functions include Human Resources (HR), Information 
Technology (IT) and Administration. These functions are the smallest in the 
organisation and thus may not have sufficient resources to effectively 
implement and maintain a formal mentoring programme. 
 
Table 3.7: Work experience 
Work experience Response frequency Percentage 
< 5 11 36.7% 
5-10 7 23.4% 
10-15 4 13.3% 
15-20 4 13.3% 
20-25 0 0.0% 
25 < 4 13.3% 
TOTAL 30 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Of the 31 participants, one did not complete this question. 36.7% of participants 
have been performing their current function for less than five years, 23.4% 
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between five and ten years and 13.3% between 10 and 15 years, with the 
remaining 13.3% in the more than 25 year group. This indicates a possible lack 
of a sufficient number of senior aged employees that could be suitable mentors. 
 
3.4.3 RESULTS OF SECTION TWO OF THE QUESTIONNAIRE 
 
The results for Section Two of the questionnaire will be presented in Tables 3.8 
to 3.11, with commentary on each table immediately thereafter. 
 
Table 3.8: The organisations opinion regarding regular and visible 
communication 
Answer Response frequency Percentage 
Yes 27 87.1% 
No 4 12.9% 
Unknown 0 0.0% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.8 demonstrated that 87.1% of participants agree that the organisation 
currently has regular and visible communication, and 12.9% indicating the 
contrary. This is important as communication is vital for the promotion of the 
mentoring programme. With regular and visible communication already in place, 
a base exists for the promotion of a mentoring programme. 
 
Table 3.9: The primary method of communication used by the organisation 
Communication method Response frequency Percentage 
Notice boards 11 35.5% 
News letter 0 0.0% 
Email 18 58.1% 
Mini-business 2 6.4% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
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Table 3.9 demonstrated that 58.1% of participants believe that email is the 
primary communication method used by the organisation, whilst 35.5% believe 
it is notice boards and 6.4% believe it is the daily mini-business. 
 
Table 3.10: Daily accessibility of the communication media 
Answer Response frequency Percentage 
Yes 31 100.0% 
No 0 0.0% 
Unknown 0 0.0% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.10 demonstrated that 100% of participants agree that the primary 
communication methods used (and responded to in Table 3.9) is accessible on 
a daily basis. 
 
Table 3.11: Effectiveness of the current method used to communicate 
Effectiveness Response frequency Percentage 
1 (Poor) 2 9.5% 
2 1 4.8% 
3 12 57.2% 
4 4 19.0% 
5 (Good) 2 9.5% 
TOTAL 21 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.11 demonstrated that 9.5% indicated the current communication is 
poor, 9.5% indicated the communication is good with the majority (57.2%) 
indicated the current communication as being average. It must be noted that 
only 21 of the 73 participants (28.8%) responded to this question. This is lower 
than the 30% recommended by Emory and Cooper (1991:333). Thus, the 
results of this section cannot be considered valid. A lack of understanding of the 
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question could be a cause of this. However, for the purpose of the study, the 
results will be used in formulating an implementation strategy. 
 
3.4.4 RESULTS OF SECTION THREE OF THE QUESTIONNAIRE 
 
The results for Section Three of the questionnaire will be presented in Tables 
3.12 to 3.18, with commentary on each table immediately thereafter. 
 
Table 3.12: Participant’s knowledge of what a formal mentoring programme is 
Answer Response frequency Percentage 
Yes 25 80.6% 
No 6 19.4% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.12 demonstrated that 80.6% of participants know what a formal 
mentoring programme is, with 19.4% indicating they do not know what a formal 
mentoring programme is. 
 
Table 3.13: Participant’s participation in a formal mentoring programme 
Answer Response frequency Percentage 
Yes 8 26.7% 
No 22 73.3% 
TOTAL 30 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.13 demonstrated that 26.7% of participants have previously participated 
in a formal mentoring programme. 73.3% have not yet participated in a formal 
mentoring programme. 
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Table 3.14: How long did the participant actively participate? 
Participation in years Response frequency Percentage 
< 1 2 25.0% 
1-2 1 12.5% 
2-3 1 12.5% 
3-4 0 0.0% 
5 < 4 50.0% 
TOTAL 8 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.14 demonstrated that 50% of participants actively participated in a 
formal mentoring programme for more than five years, 12.5% for one-to-two 
years and two-to-three years respectively and 25% for less than one year. 
 
Table 3.15: Does the company currently have a formal mentoring programme? 
Answer Response frequency Percentage 
Yes 3 10.3% 
No 26 89.7% 
TOTAL 29 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.15 demonstrated that 10.3% of participants believe the organisation 
currently has a formal mentoring programme, whilst 89.7% believe the 
organisation does not have a formal mentoring programme. Thus, participants 
confirm that Lumotech does not have a formal mentoring programme. 
 
Table 3.16: Does the participant know the purpose of a formal mentoring 
programme? 
Answer Response frequency Percentage 
Yes 24 82.8% 
No 5 17.2% 
TOTAL 29 100.0% 
Source: Results of questionnaire distributed in organisation 
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Table 3.16 demonstrated that 82.8% of participants know the purpose of a 
formal mentoring programme. 17.2% indicated they do not know what a formal 
mentoring programme is. 
 
Table 3.17: Knowing the definition of a formal mentoring programme, will 
participants participate in such a programme? 
Answer Response frequency Percentage 
Yes 28 90.3% 
No 1 3.3% 
Unknown 2 6.4% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
Table 3.17 demonstrated that after being provided with a definition of the 
purpose of a formal mentoring programme, 90.3% indicated they will be willing 
to participate, 3.3% indicated they are unwilling to participate, and 6.4% 
indicated they are unsure if they will participate. 
 
Table 3.18: Will participants attend workshops and information meetings 
regarding the outcome of mentoring programmes? 
Answer Response frequency Percentage 
Yes 28 90.3% 
No 1 3.3% 
Unknown 2 6.4% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.18 demonstrated that 90.3% of participants indicated that they will be 
interested in attending meetings aimed at providing information regarding the 
outcomes of mentoring programmes. 3.3% indicated they will not attend with 
6.4% indicating they are unsure if they will attend such meetings. 
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3.4.5 RESULTS OF SECTION FOUR OF THE QUESTIONNAIRE 
 
The results for Section Four of the questionnaire will be presented in Tables 
3.19 to 3.22, with commentary on each table immediately thereafter. 
 
Table 3.19: Participant selection – call for volunteers - all participants selected 
Option Response frequency Percentage Weighting 
1 14 45.2% 14 
2 6 19.4% 12 
3 5 16.0% 15 
4 6 19.4% 24 
TOTAL 31 100.0%  
OVERALL RATING 65 
Source: Results of questionnaire distributed in organisation 
 
Table 3.19 demonstrated that 45.2% of participants indicated that this method 
of participant selection is LEAST attractive to them. 19.4% and 16% selected 
options two and three respectively, and 19.4% of participants indicated this 
option to be MOST attractive. 
 
Table 3.20: Participant selection – call for volunteers,  participants are selected 
using questionnaires 
Option Response frequency Percentage Weighting 
1 3 9.6% 3 
2 6 19.4% 12 
3 10 32.3% 30 
4 12 38.7% 48 
TOTAL 31 100.0%  
OVERALL RATING 93 
Source: Results of questionnaire distributed in organisation 
 
Table 3.20 demonstrated that 38.7% of participants indicated this as the MOST 
preferred method of selection. Only 9.6% of participants indicated this method 
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as LEAST preferred by them with 38.7% and 32.3% selecting option three and 
two respectively. 
 
Table 3.21: Participant selection – management nominated participants 
Option Response frequency Percentage Weighting 
1 12 38.7% 12 
2 8 25.8% 16 
3 7 22.6% 21 
4 4 12.9% 16 
TOTAL 31 100.0%  
OVERALL RATING 65 
Source: Results of questionnaire distributed in organisation 
 
Table 3.21 demonstrated that 38.7% of participants indicated this as the LEAST 
preferred method of selection. Only 12.9% indicated this method as MOST 
preferred, with 22.6% and 25.8% selecting option three and two respectively. 
 
Table 3.22: Participant selection – mentors appointed for each department 
Option Response frequency Percentage Weighting 
1 2 6.5% 2 
2 11 35.5% 22 
3 9 29.0% 27 
4 9 29.0% 36 
TOTAL 31 100.0%  
OVERALL RATING 87 
Source: Results of questionnaire distributed in organisation 
 
Table 3.22 demonstrated that 29.9% of participants indicated this as the MOST 
preferred method of selection. Only 6.5% indicated this method as LEAST 
preferred, with 29% and 35.5% selecting option three and two respectively. 
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3.4.6 RESULTS OF SECTION FIVE OF THE QUESTIONNAIRE 
 
The results for Section Five of the questionnaire will be shown in Tables 3.23 to 
3.29. 
 
Table 3.23: Should mentees be allowed to select their own mentors? 
Answer Response frequency Percentage 
Yes 19 61.3% 
No 11 35.5% 
Unknown 1 3.2% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.23 demonstrated that 61.3% of participants believe that mentees should 
be allowed to select their own mentors. 35.5% indicated mentees should not be 
allowed to select their own mentors, and 3.2% were unsure. 
 
Table 3.24: Should mentees be allowed to select mentors they DO NOT want to 
be paired with? 
Answer Response frequency Percentage 
Yes 24 77.4% 
No 6 19.4% 
Unknown 1 3.2% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.24 demonstrated that 77.43% of participants believe that mentees 
should be allowed to indicate which mentors they do not want to be paired with. 
19.4% indicated mentees should not be allowed to indicate which mentors they 
do not want to be paired with, and 3.2% were unsure. 
 
 
 
56 
 
Table 3.25: Advantages for mentees – exposure to senior management 
Option Response frequency Percentage Weighting 
1 16 51.7% 16 
2 5 16.1% 10 
3 5 16.1% 15 
4 4 12.9% 16 
5 1 3.2% 5 
TOTAL 31 100.0%  
OVERALL RATING 62 
Source: Results of questionnaire distributed in organisation 
 
Table 3.25 demonstrated that 51.7% of participants find this advantage LEAST 
important to them. 16.1% selected options two and three respectively with 
12.9% indicating option four. Only 3.2% indicated this option as the MOST 
important advantage.  
 
Table 3.26: Advantages for mentees – acquiring job related skills and 
knowledge 
Option Response frequency Percentage Weighting 
1 0 0.0% 0 
2 1 3.2% 2 
3 2 6.4% 6 
4 9 29.0% 36 
5 19 61.4% 95 
TOTAL 31 100.0%  
OVERALL RATING 139 
Source: Results of questionnaire distributed in organisation 
 
Table 3.26 demonstrated that 61.4% of participants find this advantage MOST 
important. 29% selected option four and 6.4% selected option three. 3.2% 
indicated option two with 0.0% of participants indicating this advantage as 
LEAST important. 
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Table 3.27: Advantages for mentees – improved promotional opportunities 
Option Response frequency Percentage Weighting 
1 2 6.5% 2 
2 8 25.8% 16 
3 9 29.0% 27 
4 10 32.2% 40 
5 2 6.5% 10 
TOTAL 31 100.0%  
OVERALL RATING 95 
Source: Results of questionnaire distributed in organisation 
 
Table 3.27 demonstrated that 6.5% of participants find this advantage MOST 
important. 32.2% selected option four and 29% selected option three. 25.8% of 
participants indicated option two with 6.5% indicating this advantage as LEAST 
important. 
 
Table 3.28: Advantages for mentees – achieving personal change and 
development 
Option Response frequency Percentage Weighting 
1 1 3.2% 1 
2 4 12.9% 8 
3 10 32.3% 30 
4 8 25.8% 32 
5 8 25.8% 40 
TOTAL 31 100.0%  
OVERALL RATING 111 
Source: Results of questionnaire distributed in organisation 
 
Table 3.28 demonstrated that 25.8% of participants find this advantage MOST 
important. 25.8% selected option four and 32.2% selected option three. 12.9% 
indicated option two with 3.2% indicating this advantage as LEAST important. 
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Table 3.29: Advantages for mentees – increased organisational status through 
association with the mentor 
Option Response frequency Percentage Weighting 
1 12 38.8% 12 
2 13 41.9% 26 
3 5 16.1% 15 
4 0 0.0% 0 
5 1 3.2% 5 
TOTAL 31 100.0%  
OVERALL RATING 58 
Source: Results of questionnaire distributed in organisation 
 
Table 3.29 demonstrated that 3.2% of participants find this advantage MOST 
important. 16.1% selected option three. 41.9% indicated option two with 38.8% 
indicating this advantage as LEAST important. 
 
3.4.7 RESULTS OF SECTION SIX OF THE QUESTIONNAIRE 
 
The results for Section Six of the questionnaire will be presented in Tables 3.30 
to 3.36, with commentary on each table immediately thereafter. 
 
Table 3.30: Should mentors be allowed to select their own mentees? 
Answer Response frequency Percentage 
Yes 13 43.3% 
No 14 46.7% 
Unknown 3 10.0% 
TOTAL 30 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.30 demonstrated that 43.3% of participants believe that mentors should 
be allowed to select their own mentees. 46.7% indicated mentors should not be 
allowed to select their own mentees and 10.0% were unsure. 
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Table 3.31: Should mentors be allowed to select mentees they DO NOT want to 
be paired with? 
Answer Response frequency Percentage 
Yes 21 67.7% 
No 8 25.8% 
Unknown 2 6.5% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.31 demonstrated that 67.7% of participants believe that mentors should 
be allowed to indicate which mentees they do not want to be paired with. 25.8% 
indicated mentors should not be allowed to indicate which mentees they do not 
want to be paired with, and 6.5% were unsure. 
 
Table 3.32: Advantages for mentors – personal development and satisfaction 
Option Response frequency Percentage Weighting 
1 4 12.9% 4 
2 0 0.0% 0 
3 4 12.9% 12 
4 8 25.8% 32 
5 15 48.4% 75 
TOTAL 31 100.0%  
OVERALL RATING 123 
Source: Results of questionnaire distributed in organisation 
 
Table 3.32 demonstrated that 12.9% of participants find this advantage LEAST 
important to them. 0.0% and 12.9% selected options two and three respectively 
with 25.8% indicating option four. 48.4% indicated this option as the MOST 
important advantage. 
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Table 3.33: Advantages for mentors – recognition due to mentee progress 
Option Response frequency Percentage Weighting 
1 1 3.2% 1 
2 5 16.1% 10 
3 7 22.6% 21 
4 11 35.5% 44 
5 7 22.6% 35 
TOTAL 31 100.0%  
OVERALL RATING 111 
Source: Results of questionnaire distributed in organisation 
 
Table 3.33 demonstrated that 22.6% of participants find this advantage MOST 
important. 35.5% selected option four and 22.6% selected option three. 16.1% 
indicated option two with 3.2% indicating this advantage as LEAST important. 
 
Table 3.34: Advantages for mentors – future prospects and professional 
development 
Option Response frequency Percentage Weighting 
1 1 3.2% 1 
2 7 22.6% 14 
3 12 38.7% 36 
4 6 19.4% 24 
5 5 16.1% 25 
TOTAL 31 100.0%  
OVERALL RATING 100 
Source: Results of questionnaire distributed in organisation 
 
Table 3.34 demonstrated that 16.1% of participants find this advantage MOST 
important. 19.4% selected option four and 38.7% of participants selected option 
three. 22.6% indicated option two with 3.2% indicating this advantage as 
LEAST important. 
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Table 3.35: Advantages for mentors – having the mentee as an additional 
resource 
Option Response frequency Percentage Weighting 
1 9 29.0% 9 
2 10 32.2% 20 
3 5 16.1% 15 
4 4 12.9% 16 
5 3 9.8% 15 
TOTAL 31 100.0%  
OVERALL RATING 75 
Source: Results of questionnaire distributed in organisation 
 
Table 3.35 demonstrated that 9.8% of participants find this advantage MOST 
important. 12.9% selected option four and 16.1% selected option three. 32.2% 
indicated option two with 29.0% indicating this advantage as LEAST important. 
 
Table 3.36: Advantages for mentors – increased self esteem and public 
recognition 
Option Response frequency Percentage Weighting 
1 16 51.5% 16 
2 9 29.0% 18 
3 3 9.8% 9 
4 2 6.5% 8 
5 1 3.2% 5 
TOTAL 31 100.0%  
OVERALL RATING 56 
Source: Results of questionnaire distributed in organisation 
 
Table 3.36 demonstrated that 3.2% of participants find this advantage MOST 
important. 6.5% and 9.8% selected option four and three respectively. 29.0% 
indicated option two with 51.5% indicating this advantage as LEAST important. 
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3.4.8 RESULTS OF SECTION SEVEN OF THE QUESTIONNAIRE 
 
The results for Section Seven of the questionnaire will be presented in Tables 
3.37 to 3.41, with commentary on each table immediately thereafter. 
 
Table 3.37: Advantages for the organisation – organisational learning through 
sharing of knowledge and ideas 
Option Response frequency Percentage Weighting 
1 6 19.4% 6 
2 4 12.9% 8 
3 7 22.6% 21 
4 6 19.4% 24 
5 8 25.7% 40 
TOTAL 31 100.0%  
OVERALL RATING 99 
Source: Results of questionnaire distributed in organisation 
 
Table 3.37 demonstrated that 25.7% of participants find this advantage MOST 
important. 19.4% selected option four and 22.6% selected option three. 12.9% 
indicated option two with 19.4% indicating this advantage as LEAST important. 
 
Table 3.38: Advantages for the organisation – discovery of new talent and skills 
previously unknown 
Option Response frequency Percentage Weighting 
1 6 19.4% 6 
2 6 19.4% 12 
3 6 19.4% 18 
4 5 16.1% 20 
5 8 25.7% 40 
TOTAL 31 100.0%  
OVERALL RATING 96 
Source: Results of questionnaire distributed in organisation 
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Table 3.38 demonstrated that 25.7% of participants find this advantage MOST 
important. 16.1% selected option four and 19.4% selected option three and two 
respectively. 19.4% indicated this advantage as LEAST important. 
 
Table 3.39: Advantages for the organisation – enhance organisational skills 
through continuous skills improvement 
Option Response frequency Percentage Weighting 
1 2 6.5% 2 
2 7 22.6% 14 
3 7 22.6% 21 
4 7 22.6% 28 
5 8 25.7% 40 
TOTAL 31 100.0%  
OVERALL RATING 105 
Source: Results of questionnaire distributed in organisation 
 
Table 3.39 demonstrated that 25.7% of participants find this advantage MOST 
important. 22.6% selected option four, three and two respectively with 6.5% 
indicating this advantage as LEAST important. 
 
Table 3.40: Advantages for the organisation – enhanced motivation and 
satisfaction through growth and development 
Option Response frequency Percentage Weighting 
1 3 9.8% 3 
2 7 22.6% 14 
3 6 19.4% 18 
4 11 35.5% 44 
5 4 12.9% 20 
TOTAL 31 100.0%  
OVERALL RATING 99 
Source: Results of questionnaire distributed in organisation 
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Table 3.40 demonstrated that 12.9% of participants find this advantage MOST 
important. 35.5% selected option four and 19.4% selected option three. 22.6% 
indicated option two with 9.8% indicating this advantage as LEAST important. 
 
Table 3.41: Advantages for the organisation – better retention and recruitment 
as employees feel more valued 
Option Response frequency Percentage Weighting 
1 14 45.0% 14 
2 7 22.6% 14 
3 5 16.1% 15 
4 2 6.5% 8 
5 3 9.8% 15 
TOTAL 31 100.0%  
OVERALL RATING 66 
Source: Results of questionnaire distributed in organisation 
 
Table 3.41 demonstrated that 9.8% of participants find this advantage MOST 
important. 6.5% selected option four and 16.1% selected option three. 22.6% 
indicated option two with 45.0% indicating this advantage as LEAST important. 
 
3.4.9 RESULTS OF SECTION EIGHT OF THE QUESTIONNAIRE 
 
The results for Section Eight of the questionnaire will be presented in Tables 
3.42 to 3.46, with commentary on each table immediately thereafter. 
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Table 3.42: Mentoring relationship – importance of disclosure between the 
mentor and mentee 
Option Response frequency Percentage Weighting 
1 3 9.8% 3 
2 6 19.4% 12 
3 2 6.5% 6 
4 11 35.5% 44 
5 9 28.8% 45 
TOTAL 31 100.0%  
OVERALL RATING 110 
Source: Results of questionnaire distributed in organisation 
 
Table 3.42 demonstrated that 28.8% of participants find this advantage MOST 
important. 35.5% selected option four and 6.5% selected option three. 19.4% 
indicated option two with 9.8% indicating this advantage as LEAST important. 
 
Table 3.43: Mentoring relationship – importance of relationship boundaries 
between the mentor and mentee 
Option Response frequency Percentage Weighting 
1 11 35.5% 11 
2 6 19.4% 12 
3 8 25.8% 24 
4 5 16.1% 29 
5 1 3.2% 5 
TOTAL 31 100.0%  
OVERALL RATING 72 
Source: Results of questionnaire distributed in organisation 
 
Table 3.43 demonstrated that only 3.2% of participants find this advantage 
MOST important. 16.1% selected option four and 25.8% selected option three. 
19.4% indicated option two with 35.5% indicating this advantage as LEAST 
important. 
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Table 3.44: Mentoring relationship – support mentors and mentees provide 
each other on a daily basis 
Option Response frequency Percentage Weighting 
1 12 38.5% 12 
2 6 19.4% 12 
3 6 19.4% 18 
4 4 12.9% 16 
5 3 9.8% 15 
TOTAL 31 100.0%  
OVERALL RATING 73 
Source: Results of questionnaire distributed in organisation 
 
Table 3.44 demonstrated that 9.8% of participants find this advantage MOST 
important. 12.9% selected option four and 19.4% selected options three and 
two respectively. 38.5% indicated this advantage as LEAST important. 
 
Table 3.45: Mentoring relationship – importance of reporting structure between 
mentor and mentee 
Option Response frequency Percentage Weighting 
1 1 3.2% 1 
2 5 16.1% 10 
3 5 16.1% 15 
4 8 25.8% 32 
5 12 38.8% 60 
TOTAL 31 100.0%  
OVERALL RATING 118 
Source: Results of questionnaire distributed in organisation 
 
Table 3.45 demonstrated that 38.8% of participants find this advantage MOST 
important. 25.8% selected option four and 16.1% selected options three and 
two respectively. 3.2% indicated this advantage as LEAST important. 
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Table 3.46: Mentoring relationship – importance of clarity of responsibility of 
mentor and mentee 
Option Response frequency Percentage Weighting 
1 4 12.9% 4 
2 8 25.8% 16 
3 10 32.2% 30 
4 3 9.7% 12 
5 6 19.4% 30 
TOTAL 31 100.0%  
OVERALL RATING 92 
Source: Results of questionnaire distributed in organisation 
 
Table 3.46 demonstrated that 19.4% of participants find this advantage MOST 
important to them. 9.7% selected option four and 32.2% selected option three. 
25.8% indicated option two, with 12.9% indicating this advantage as LEAST 
important. 
 
3.4.10 RESULTS OF SECTION NINE OF THE QUESTIONNAIRE 
 
The results for Section Nine of the questionnaire will be presented in Tables 
3.47 to 3.52, with commentary on each table immediately thereafter. 
 
Table 3.47: Programme evaluation – evaluation should be used to continually 
improve the programme 
Option Response frequency Percentage 
Agree 31 100.0% 
Disagree 0 0.0% 
Unknown 0 0.0% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.47 demonstrated that 100.0% of participants agreed that the 
programme evaluation should be used to continually improve the programme. 
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Table 3.48: Programme evaluation – evaluation should be used to determine if 
the programme should change 
Option Response frequency Percentage 
Agree 30 96.8% 
Disagree 1 3.2% 
Unknown 0 0.0% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.48 demonstrated that 96.8% of participants agreed that the programme 
evaluation should be used to determine if the programme should change, with 
3.2% disagreeing with this statement. 
 
Table 3.49: Programme evaluation – evaluation should be used to compare the 
effectiveness of the programme to existing training programmes 
Option Response frequency Percentage 
Agree 24 77.4% 
Disagree 4 12.9% 
Unknown 3 9.7% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.49 demonstrated that 77.4% of participants agreed that the programme 
evaluation should be used to compare the programme with existing training 
programmes. 12.9% disagreed with this statement, with 9.7% unsure about 
which option to select. 
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Table 3.50: Programme evaluation – evaluation should be used to ensure the 
programme is meeting the objectives established in the original proposal 
Option Response frequency Percentage 
Agree 30 96.8% 
Disagree 1 3.2% 
Unknown 0 0.0% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.50 demonstrated that 96.8% of participants agreed that the programme 
evaluation should be used to ensure the programme is meeting the objectives 
established in the original proposal, with 3.2% disagreeing with this statement. 
 
Table 3.51: Programme evaluation – regularity of programme evaluation 
Option Response frequency Percentage 
Monthly 4 12.9% 
Quarterly 25 80.6% 
Annually 2 6.5% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
 
Table 3.51 demonstrated that 12.9% of participants prefer programme 
evaluation to occur on a monthly basis. 80.6% indicated they prefer programme 
evaluation to occur quarterly, with 6.5% indicating they would prefer annual 
evaluation. 
 
Table 3.52: Programme evaluation – regularity of personal progress evaluation 
Option Response frequency Percentage 
Monthly 7 22.6% 
Quarterly 21 67.7% 
Annually 3 9.7% 
TOTAL 31 100.0% 
Source: Results of questionnaire distributed in organisation 
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Table 3.52 demonstrated that 22.6% of participants prefer their personal 
progress evaluation to occur on a monthly basis. 67.7% indicated they prefer 
their personal progress evaluation to occur quarterly, with 9.7% indicating they 
would prefer annual evaluation. 
 
3.5 SUMMARY 
 
The aim of this chapter was to establish the planning, structure and execution of 
the empirical study. The empirical study was based on the theory compiled in 
Chapter Two and designed such that the participants would assist the 
researcher in answering the following secondary research question: 
• What does an empirical study at Lumotech (Pty) Ltd identify as critical 
factors it requires in developing and implementing a mentoring 
programme? 
 
The structure of the questionnaire was based on the theory discussed in 
Chapter Two, and questions were designed in a way that would prioritise the 
responses. 
 
The results and statistical findings of each question were tabulated and 
statements analysed through determining the mean, mode and median of each 
question. In sections four to eight both an overall score and a skewness test 
was used to determine the most favoured option provided. Chapter Four will 
discuss and interpret the mean, mode and median of each section. 
 
The empirical study together, with the literature study, will form the basis of 
Chapter Five, which integrates the two studies in order to suggest a strategy for 
the creation and implementation of a formal mentoring programme at Lumotech. 
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CHAPTER FOUR 
 
INTERPRETATION OF THE RESULTS OF THE EMPIRICAL STUDY AND 
CORRELATION WITH THE RESULTS OF THE LITERATURE REVIEW 
 
4.1 INTRODUCTION 
 
Chapter Three discussed the results of the empirical study conducted by 
distributing a questionnaire within Lumotech. For each section of the 
questionnaire, the methodology followed, results and statistical data was 
discussed in detail. 
 
The purpose of Chapter Four will be to interpret the results from the empirical 
study in Chapter Three. Because the questionnaire was based on the theory 
discussed in Chapter Two, the results from the empirical study will be correlated 
with this theory in order to assist with the formulation of a strategy to implement 
a formal mentoring programme at Lumotech. The results from each section of 
the questionnaire will be discussed separately, in detail. 
 
4.2 INTERPRETATION OF THE RESULTS OF EMPIRICAL STUDY AND 
CORRELATION WITH THE RESULTS OF THE LITERATURE STUDY 
 
4.2.1 SECTION ONE – DEMOGRAPHICS 
 
Section one of the questionnaire aimed at determining the demographical 
composition of the participants. The questions in this section aimed to survey 
the gender, age, ethnicity, level of education, organisational function and work 
experience performing the current function of the participants. This will provide 
an indication of the life experience, age and work related experience of potential 
mentors and mentees. 
 
From section 3.3.1 it is evident that the majority of participants (77.4%) are 
male. Although the theory does not comment on gender, it does warn (in 
section 2.6.2) that gender (more specifically sexual harassment) could become 
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an issue if the boundaries of the mentoring relationship are not clearly defined. 
The lack of female participants could be a concern if there is a need to develop 
female staff members. Considering that 55.3% of Lumotech employees are 
female, the low response rate must be considered during programme 
promotion. 
 
In the current South African economy, ethnicity is an important consideration 
when appointing and promoting individuals. The survey indicated that 71.0% 
participants were Caucasian. 19.4% were Coloured with only one participant 
being black. These statistics could potentially cause problems as there seems 
to be too few participants of colour. Mentoring of primarily Caucasian 
participants could be costly if the organisation is limited in the promotions they 
are able to execute. Although the theory does not discuss the issue of ethnicity, 
it is important that this topic is considered during the formulation of the 
programme. The programme must compensate for the demographical 
distribution within the organisation and have structures in place to effectively 
deal with potential racial incidents. 
 
The results from the empirical study confirm that a significant percentage of 
participants (45.1%) are qualified at a National Diploma level. A further 22.6% 
have a Degree qualification. In addition, the two age groups with the highest 
responses were 31-40 (38.8%) and 55< (22.6%). This is important as section 
2.3.1.4 suggests that mentors should not only have technical experience in their 
fields, but should also have significant life experience in order to teach the 
mentee. 
 
Skilled staff (54.8%) and managers (25.8%) were the two highest responses 
with regards to organisational level. This statistic is positive as 12 managers 
were included in the distribution list. Thus, 75% of all managers approached 
responded to the questionnaire. Even though managers would most probably 
become mentors, this statistic does not guarantee that managers will 
automatically be committed to such a programme. The positive response from 
managers could indicate that they consider the research topic valuable and 
beneficial to the organisation. 
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4.2.2 SECTION TWO – COMMUNICATION 
 
Section 2.3.1.1 discussed the importance of communication in the pre-
programme promotion phase. 87.1% of participants indicated they believe the 
organisation has regular and visible communication. 58.1% indicated email and 
35.5% indicating notice boards as the primary communication method the 
organisation uses to communicate with them. 
 
6.4% of participants indicated that the mini-business is the organisation’s 
primary method of communicating with them. Although a mini-business concept 
exists, it is primarily used to communicate with the manufacturing staff on the 
production lines. Considering that only staff with email was used for the 
research, it can be argued that the 6.4% of participants misinterpreted this 
question. However, the fact that they identified the mini-business as a primary 
communication method indicates that the organisation has a communication 
media infrastructure that can reach the shop floor staff. Furthermore, 100% of 
participants indicated that the primary communication method is accessible to 
them on a daily basis. 
 
Based on the above statistics it appears that the existing communication 
methods are suitable for the effective promotion of a mentoring programme. 
 
4.2.3 SECTION THREE – MENTORING EXPERIENCE 
 
The literature study did not reveal a requirement for previous mentoring 
experience in order for the mentoring programme to be successful. Determining 
the mentoring experience of participants will give insight into the training, 
education and promotion required. Section three of the questionnaire attempted 
to establish the mentoring experience of participants in order to assist with 
establishing the training and education required. 
 
80.6% of participants indicated that they have knowledge of a formal mentoring 
programme, and 82.8% indicated they know the purpose of such a programme. 
However, only 26.7% have previously participated in mentoring programmes 
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with 50.0% of them participating for more than five years. Although no formal 
mentoring currently exists at Lumotech, 10.3% indicated the organisation does 
have such a programme. This statistic is concerning as it indicates a possible 
misconception regarding the definition of a formal mentoring programme. 
 
90.3% of participants indicated that they are willing to participate in such a 
programme and 90.3% indicated they would attend workshops and meetings 
regarding the outcome of a mentoring programme. This is positive as sections 
2.3.1.3 and 2.3.1.4 (respectively) demonstrate that mentees and mentors 
should be dedicated and involved in the programme in order for it to be 
successful. 
 
4.2.4 SECTION FOUR – SELECTION PROCESS 
 
Section Four focussed on the method used to select participants into the 
programme. The method used to select the participants is important for the 
programme to be successful. Section 2.3.1.2 discussed possible methods that 
could be adopted to select participants. Each method has unique advantages 
and disadvantages and these would have to be considered when implementing 
a strategy. The literature study did not identify a preferred selection process and 
indicated the adopted process should depend on the availability of potential 
mentors and mentees, and the intended implementation strategy. 
 
Section Four of the questionnaire was created using information collated in the 
literature study. Participants were given four participant selection processes to 
priorities using a Lickert scale of 1-4. Based on the rating system discussed in 
3.3, participants indicated option 4.1.2 (call for volunteers and participants 
selected using questionnaires) as their most favoured selection process with an 
overall score of 93. Table 4.1 identifies the mean, mode, median and overall 
score of the four options provided. 
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Table 4.1: Summary of results for Section Four 
Question Mean Mode Median Overall 
score 
4.1.1 2 1 2 65 
4.1.2 3 4 3 93 
4.1.3 2 1 2 65 
4.1.4 3 2 3 87 
Source: Results of questionnaire distributed in organisation 
 
Table 4.1 demonstrates that 4.1.2 (call for volunteers and participants selected 
using questionnaires) had a mode value higher than its mean value and was the 
most preferred selection process. Option 4.1.4 (mentors appointed for each 
department/mini-business) was the second most favoured relationship criteria 
with an overall score of 87 and a mode value equal to its mean. 
 
Based on the theory discussed in section 3.2.1.1, the results for 4.1.2 indicate 
that the data is negatively skewed as the mode is greater than the mean. This 
indicates a high proportion of responses at the upper limit of the Lickert scale 
provided. 
 
4.2.5 SECTION FIVE – MENTEES 
 
According to the literature review, a mentoring programme should focus on the 
development of a mentee. Section Five of the questionnaire focussed on the 
advantages a mentoring programme can offer a mentee. It is important to 
determine participants’ most important advantage as this is the most critical 
outcome they would want from the programme. 
 
Based on information retrieved in the literature study, participants were given 
five advantages to priorities according to a Lickert scale of 1-5. Based on the 
rating system discussed in 3.3, participants indicated option 5.3.2 (acquiring job 
related skills and knowledge) as the most important advantage with an overall 
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score of 139. Table 4.2 identifies the mean, mode, median and overall score of 
the four options provided. 
 
Table 4.2: Summary of results for Section Five 
Question Mean Mode Median Overall 
score 
5.3.1 2 1 1 62 
5.3.2 4 5 5 139 
5.3.3 3 4 3 95 
5.3.4 4 3 4 111 
5.3.5 2 2 2 58 
Source: Results of questionnaire distributed in organisation 
 
Table 4.2 demonstrates that 5.3.2 (acquiring job related skills and knowledge) 
had a mode value higher than its mean value and was the most important 
advantage. Option 5.3.4 (achieving personal change and development) was the 
second most important advantage with an overall score of 111, and a mode 
value less than its mean. 
 
It is interesting to note that option 5.3.3 (improved promotional opportunities) 
had the third highest score at 95, but a mode value higher than the mean. 5.3.3 
is negatively skewed as the mode is greater than the mean indicating that the 
majority of responses were higher than the average. 5.3.4 is positively skewed 
as the mean is greater than the mode. This indicates that 5.3.3 has more 
responses at the upper limit of the Lickert scale than 5.3.4. However, both the 
mean and median of 5.3.4 is greater than 5.3.3 indicating that less of 5.3.4’s 
responses were at the lower limit of the Lickert scale. 
 
Also assessed in this section was mentee freedom to select their own mentors 
and identify mentors they do not want to be paired with. 61.3% of participants 
indicated that they would want to select their own mentors. 77.4% indicated that 
they would want the freedom to identify mentors they do not want to be paired 
with. These statistics are important as section 2.3.1.5 recommend that mentees 
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be allowed to choose their own mentors and be allowed to identify mentors, 
they do not want to be paired with. This statistic indicates that the majority of 
participants would prefer the freedom to identify mentors they do not want to 
paired with and thus Lumotech must ensure that the programme is able to 
compensate for this. 
 
4.2.6 SECTION SIX – MENTORS 
 
According to section 2.3, a mentoring programme is essential for developing job 
related skills in managers. Section Six of the questionnaire focussed on the 
advantages a mentoring programme can offer a mentor. It is important to 
determine participants’ most important advantage, as this is the most critical 
outcome they would want from the programme. Section 2.5.1 discussed the 
benefits of mentoring programmes for the mentor. 
 
Based on information retrieved in the literature study, participants were given 
five advantages to prioritise according to a Lickert scale of 1-5. Based on the 
rating system discussed in 3.3, they indicated option 6.3.1 (personal 
development and satisfaction) as the most important advantage with an overall 
score of 123. Table 4.3 identifies the mean, mode, median and overall score of 
the four options provided. 
 
Table 4.3: Summary of results for Section Six 
Question Mean Mode Median Overall 
score 
6.3.1 4 5 4 123 
6.3.2 4 4 4 111 
6.3.3 3 3 3 100 
6.3.4 2 2 2 75 
6.3.5 2 1 1 56 
Source: Results of questionnaire distributed in organisation 
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Table 4.3 demonstrates that 6.3.1 (personal development and satisfaction) had 
a mode value higher than its mean value and was the most important 
advantage. Option 6.3.2 (recognition due to mentee progress and performance) 
was the second most important advantage with an overall score of 111, and a 
mode value equal to its mean. 
 
Also assessed in this section was mentor freedom to select their own mentees 
and identify mentees they do not want to be paired with. 46.7% of participants 
indicated that they do not believe mentors should be able to select their own 
mentees. 67.7% indicated that they would want the freedom to identify mentees 
they do not want to be paired with. These statistics are important as section 
2.3.1.5 recommend that mentors should be allowed to accept or reject a mentee 
paired with them. The success of the relationship is more likely to succeed if the 
mentor and mentee are compatible. 
 
4.2.7 SECTION SEVEN – ORGANISATIONAL EFFECT 
 
According to section 2.5.3, organisations experience different benefits through 
the implementation of a mentoring programme. Theoretical sources discuss 
similar advantages organisations could experience. Section Seven of the 
questionnaire focussed on the advantages an organisation could expect from 
implementing a mentoring programme. 
 
Information obtained from the literature study was used to create section seven 
of the questionnaire. Participants were given five advantages to priorities using 
a Lickert scale of 1-5. Based on the rating system discussed in 3.3, participants 
indicated option 7.1.3 (enhance organisational skills through continuous skills 
improvement) as their preferred organisational advantage, with an overall score 
of 105. However, option 7.1.3 was selected as the most preferred option only 
based on the rating system. Table 4.4 identifies the mean, mode, median and 
overall score of the five options provided. 
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Table 4.4: Summary of results for Section Seven 
Question Mean Mode Median Overall 
score 
7.1.1 3 5 3 99 
7.1.2 3 5 3 96 
7.1.3 3 5 3 105 
7.1.4 3 4 3 99 
7.1.5 2 1 2 66 
Source: Results of questionnaire distributed in organisation 
 
Table 4.4 demonstrates that option 7.1.3 (enhance organisational skills through 
continuous skills improvement) was the most favoured organisational effect. 
Considering the values in table 4.7, it is clear that three options were deemed 
important with options 7.1.1 (organisational learning through sharing of 
knowledge and ideas), 7.1.2 (discovery of new talent and skills previously 
unknown), and 7.1.3 (enhance organisational change through continuous skills 
improvement). They have equal mean, mode and median values. 
 
4.2.8 SECTION EIGHT – MENTORING RELATIONSHIP 
 
Section 2.3.3 identifies the relationship between the mentor and mentee as the 
most critical factor that will determine the success of the programme. Pairing 
two individuals could pose potential problems and thus boundaries, rules, roles 
and responsibilities of both the mentor and mentee in the relationship are 
important. 
 
Section Eight of the questionnaire was created using information collated in 
section 2.3.3 in the literature study. The literature did not prioritise the 
relationship criteria. Participants were given five relationship criteria to prioritise 
using a Lickert scale of 1-5. Based on the rating system discussed in 3.3, 
participants indicated option 8.1.4 (importance of reporting structure between 
mentor and mentee) as their most important relationship criteria with an overall 
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score of 118. Table 4.5 identifies the mean, mode, median and overall score of 
the five options provided. 
 
Table 4.5: Summary of results for Section Eight 
Question Mean Mode Median Overall 
score 
8.1.1 4 4 4 110 
8.1.2 2 1 2 72 
8.1.3 2 1 2 73 
8.1.4 4 5 4 118 
8.1.5 3 3 3 92 
Source: Results of questionnaire distributed in organisation 
 
Table 4.5 demonstrates that 8.1.4 (importance of reporting structure between 
the mentor and mentee) had a mode value higher than its mean value, and was 
the most favoured advantage. Option 8.1.1 (disclosure, where both parties feel 
confident to openly discuss various topics) was the second most favoured 
relationship criteria with an overall score of 110, and a mode value equal to its 
mean. 
 
4.2.9 SECTION NINE – PROGRAMME EVALUATION 
 
Section 2.4 advises that a mentoring programme should be evaluated at regular 
intervals to ensure that it is continually achieving the original goals established 
during the programme creation. There is no definitive evaluation interval, and 
thus the evaluation frequency should be determined by the organisation. 
Additionally, what elements to evaluate are not specified, and is at the 
discretion of the organisation implementing the programme. 
 
Section Nine of the questionnaire focussed on the programme evaluation, and 
was based on information collated in section 2.4. Although the literature did not 
specify what elements should be evaluated and how frequently, it did list 
elements that could be evaluated. Participants were given four evaluation 
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options to consider. They had to select AGREE, DISAGREE or UNKNOWN to 
express their opinions. 
 
100% of the participants agreed that the evaluation could be used to continually 
improve the programme; 96.8% (30 of the 31) agreed that the evaluation should 
be done to determine if the programme should change; 77.4% (24 of the 31) 
agreed that the evaluation could be used to compare the effectiveness of the 
mentoring programme to existing training programmes, and 96.8% (30 of the 
31) agreed that the evaluation should be used to ensure the programme is 
meeting the objectives established in the original proposal. 
 
Section 2.4 does not indicate how often the programme should be evaluated. In 
order to obtain an opinion of how often personal and programme evaluations 
should be done, participants were requested to select one of the following 
options at each question: MONTHLY, QUARTERLY and ANUALLY. Based on 
these, 80.6% (25 of the 31) indicated they prefer quarterly evaluation of the 
programme, and 67.7% (21 of the 31) indicated they prefer quarterly 
evaluations of their personal progress. 
 
4.3 SUMMARY 
 
The purpose of Chapter Four was to interpret the results from the empirical 
study in Chapter Three, and correlate it with the theory collated in the literature 
review in Chapter Two. This provided answers to the following secondary 
research question: 
• What does an empirical study at Lumotech identify as critical factors in 
developing and implementing a mentoring programme? 
 
The factors identified in Chapter Four will be expanded upon in Chapter Five, in 
order to formulate a strategy for the implementation of a formal mentoring 
programme at Lumotech. This will provide answers to the following secondary 
research question: 
• What strategy should Lumotech deploy in order to implement a formal 
mentoring programme? 
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CHAPTER FIVE 
 
RECOMMENDATIONS AND CONCLUSION 
 
5.1 INTRODUCTION 
 
Chapter Five will use the information gathered in Chapter Four in order to 
formulate a strategy for the implementation of a formal mentoring programme at 
Lumotech, and thus provide answers to the following secondary research 
question: 
• What strategy should Lumotech deploy in order to implement a formal 
mentoring programme? 
 
5.2 RECOMMENDATIONS 
 
As discussed in section 2.3, the research study was based on the four steps of 
a mentoring programme as discussed by Lacey (1999:21). The questionnaire 
was also compiled following these four steps. 
 
In order to formulate a strategy for the implementation of a formal mentoring 
programme at Lumotech, Chapter Five will continue to follow the four steps 
discussed in section 2.3, and a strategy will be formulated using these steps. It 
is thus recommended that Lumotech structure a formal mentoring programme 
based around the four steps as discussed by Lacey (1999:21). 
 
5.2.1 PRE-PROGRAMME PHASE 
 
The pre-programme phase considers factors that occur before the programme 
can be introduced. It is the most critical step in introducing a formal mentoring 
programme, as the level of experience and education of potential participants 
must be considered and accommodated. 
 
The empirical study revealed that Lumotech does have effective and accessible 
communication. It is recommended that email is primarily used to promote the 
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programme. This will ensure that all employees with email access will be aware 
of the programme. It is also recommended that company notice boards be used 
for promoting the programme. This will further enhance promotion of the 
programme to those employees without email access and increase the potential 
participant base. It is further recommended that the programme be promoted at 
the various mini-business meetings to further enhance its exposure. 
 
Considering that 75% of managers responded to the questionnaire, it is 
recommended that managers are used to promote the programme and discuss 
its advantages. If managers demonstrate their commitment, the programme can 
be driven from the top down. With managers demonstrating commitment to the 
programme, employees could be encouraged to participate. Combining this with 
the 90.3% of participants that indicated they are willing to participate in such a 
programme, a strong and committed potential participant base already exists. 
 
It is recommended that participants are selected by calling for volunteers and 
then using questionnaires to select mentors or mentees. This selection criterion 
was most favoured by participants and thus it should attract the most 
participants. The type of questionnaires to be used is at the discretion of the 
organisation and should be formulated to consider criteria that will compliment 
the overall expectations of the programme. It is further recommended that 
separate questionnaires are used for potential mentors and mentees, as the 
requirements and assessment criteria are different. 
 
To support the success of the programme, it is recommended that selected 
mentors and mentees be allowed to identify mentors and mentees they do not 
want to be paired with. It is also recommended that mentors and mentees 
indicate the mentors and mentees they do want to be paired with. This will 
increase the potential for successful and strong relationships between the 
mentors and mentees, and reduce the risk of mentoring relationships failing and 
negatively affecting the programme. 
 
It is further recommended that a solid understanding exist of personality traits, 
social skills, communication style, short and long term career goals of both the 
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mentors and mentees. These factors will directly affect the effectiveness and 
success of the mentoring relationship. An assessment of these factors could be 
done as part of the questionnaires used during the selection process. 
 
It is recommended that Lumotech appoint a programme coordinator whose 
responsibility will be to manage the various mentor-mentee relationships. 
Depending on the size of the mentoring programme, this person can also be a 
relationship supervisor for the programme. The roles and responsibilities of this 
person within the organisation should be determined by the organisation. The 
organisation should consider the time this individual will spend coordinating the 
programme, as this will be time he/she cannot spend on daily organisational 
functions. 
 
5.2.2 ORIENTATION AND TRAINING PHASE 
 
At the commencement of the mentoring relationship, it is likely that neither party 
will know each other very well. It is recommended that workshops discussing 
the structure, purpose and expected results of the programme be held to enable 
the mentor-mentee pairs to become acquainted. With 90.3% of participants 
indicating that they would attend workshops and meetings regarding the 
programme, commitment from participants are already established. 
 
Training and development plans should be in place before the programme is 
implemented. Although most mentors should possess sufficient skills to allow 
them to perform a mentoring function, training will assist with directing and 
supporting the relationships. It is recommended that basic training in 
interpersonal skills and communication be provided to ensure that mentors and 
mentees are proficient in the basics and focus on building the relationship. An 
assessment of the mentors’ skills can be done during the selection 
questionnaires. 
 
It is necessary to have a Personal Develop Plan (PDP) for each mentee 
participating in the programme. This PDP should be used as a guide to ensure 
that the mentee is mentored in the appropriate “direction”, and should also be 
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used to assess the mentees progress in the programme. The PDP should be 
linked to the future prospects of the mentee in the organisation as the end goal 
of mentoring the mentee is to develop his/her skills to fulfil a specific 
organisational need. 
 
5.2.3 RELATIONSHIP DEVELOPMENT PHASE 
 
From the questionnaire it is clear that trust is the most important criteria in the 
mentoring relationships. Participants indicated that the most important criteria 
for them is having an open and free reporting structure, where honest and open 
feedback will not negatively affect the relationship. The second most important 
criteria are that both parties should feel confident to discuss various topics. 
 
It is recommended that the programme coordinator establish generic 
relationship boundaries. The mentoring pair should further expand these 
boundaries up to a point where they feel comfortable. The pairing preference 
indicated by the mentor and mentee during the selection process should also be 
used to pre-empt any potential relationship problems. 
 
The programme must be structured in such a way that promotes feedback 
between the mentor and mentee. Regular evaluation of the relationship should 
be conducted where the mentor and mentee have private interviews with the 
programme coordinators, followed by a joint session with the programme 
coordinator. This will prevent a situation where the mentee criticise a mentor 
and thus negatively affect the relationship. Initially the programme coordinator 
will act as an arbitrator between the mentor and mentee, to the point where the 
relationship is sufficiently strong to support itself. 
 
As discussed in section 2.3.3.4, it is recommended that group meetings be held 
where the different relationship pairs are able to discuss issues they struggle 
with or have overcome. The purpose of these sessions is for the mentoring 
pairs to learn from each other and learn through the mistakes they make. This 
could prove very beneficial for the programme, as sharing what they have learnt 
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from mistakes could prevent the same problem affecting many relationships. 
The frequency of these meetings should be determined by the organisation. 
 
It is recommended that individuals’ evaluation occur on a quarterly basis. This 
concurs with results from the questionnaire, where the majority of participants 
indicated they prefer evaluations to occur quarterly. Individuals’ evaluation 
should be used to determine if the mentee is progressing as planned and to 
implement correction strategies. 
 
5.2.4 EVALUATION OF THE PROGRAMME 
 
Evaluation of the programme is vital in determining programme progress and 
any actions required. The purpose of the evaluation should be determined by 
the organisation. In other words, the organisation should determine the reason 
for evaluating the programme, what criteria should be evaluated and how the 
results will be interpreted. The organisation should also determine what 
evaluation method will be used during the programme evaluation. 
 
It is also recommended that programme evaluation occur on a quarterly basis. 
Programme evaluation can be used for various reasons as discussed in the 
literature study. It is recommended that the organisation determine which 
criteria of the programme they evaluate. However, it must be remembered that 
the criteria evaluated should be used to monitor the success of the programme. 
 
5.2.5 MENTOR AND MENTEE PREFERENCES 
 
Sections Five and Six in the questionnaire focused on the mentee and mentor. 
These sections assessed the preferred advantage a formal mentoring 
programme can offer a mentor and mentee. It is important to ensure the 
programme offers the preferred advantages to the mentors and mentees. The 
programme must be structured such that the advantages experienced by 
mentors and mentees are easily experienced and are clear. In other words, 
mentors and mentees must experience advantages from the commencement of 
the programme. 
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From the questionnaire it is clear that participants consider the most important 
advantage for mentees as “acquiring job related skills and knowledge”. It is 
recommended that the programme be structured in a way that mentees attain 
skills and knowledge related to their functions. The programme must ensure 
that mentees can directly apply their newly acquired knowledge, and thus 
experience the advantage of the mentoring programme. 
 
From the questionnaire it is clear that participants considered “personal 
development and satisfaction” as the most important advantage for mentors. 
The programme must be structured so that mentors experience personal 
growth. It is recommended that the opinions of mentors regarding their personal 
development are assessed during the quarterly evaluation of their progress. 
This is important to ensure that mentors are achieving their personal goals and 
are satisfied with participating in the programme. 
 
5.3 CONCLUSION 
 
The purpose of Chapter Five was to formulate a strategy for the implementation 
of a formal mentoring programme at Lumotech. Chapter Five attempted to 
answer the following secondary research question: 
• What strategy should Lumotech deploy in order to implement a formal 
mentoring programme? 
 
Chapter Five considered the opinions of participants in the questionnaire to 
ensure the organisation focus on attracting the most potential participants. The 
strategy was based on the results of the empirical study and aimed at satisfying 
the needs of the participants. The strategy did not consider implementation 
criteria to be determined by the organisation. These include introduction time-
frame, number of mentors and mentees, goals of the programme and 
evaluation methods. 
 
From discussions with various staff at Lumotech, it was apparent that a positive 
feeling towards mentoring exists. Staff were of the opinion that a mentoring 
programme could assist the organisation in developing new skilled staff, and 
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that it would ensure future continuity. At the same time, some staff members 
were sceptical about such a programme and its implementation. 
 
Based on the literature study and empirical study it is the opinion of the author 
that a formal mentoring programme will assist Lumotech in developing much 
needed skills and ensure future continuity of skills. 
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CHAPTER SIX 
 
CONCLUDING COMMENTS 
 
This section provides a summary of this research study: 
 
6.1 CHAPTER ONE 
 
Lumotech (Pty) Ltd operates within the South African automotive industry. The 
organisation manufactures and supply automotive headlamps and tail lamps to 
various automotive manufacturers. It was revealed that the organisation 
competes with international competitors manufacturing similar products in lower 
cost countries. 
 
Lumotech’s competitive advantages, and the characteristics required to 
maintain them, were identified. In Chapter One, skilled employees and the need 
for skills development was identified as critical characteristics required to 
maintain its competitive advantage. 
 
To assist with the development of an implementation strategy, a series of 
questions were developed. The objectives of these questions were to 
systematically identify the requirements of a formal mentoring programme, 
determine the opinions of Lumotech staff and formalise an implementation 
strategy. 
 
6.2 CHAPTER TWO 
 
In order to understand the requirements of a formal mentoring programme, a 
literature review was conducted. Information was obtained from various Nelson 
Mandela Metropolis University libraries and the Internet. 
 
In Chapter Two the literature review was structured in a way that allows it to be 
followed directly as an implementation guideline. The basic requirements and 
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characteristics of a formal mentoring programme were established, followed by 
a detailed discussion of these. 
 
Furthermore, the requirements of mentors and mentees were discussed in 
detail as this was found to be critical for the success of the programme. 
 
6.3 CHAPTER THREE 
 
In order to successfully implement a formal mentoring programme, employees 
of the organisation must be aware of it. Employees’ experiences, knowledge 
and opinions of mentoring programmes had to be determined. 
 
In Chapter Three, a questionnaire based on the literature review was distributed 
within the organisation. The structure of the questionnaire followed the same 
logic as the literature review to ensure that every aspect was assessed. 
 
The results of the empirical study was statistically analysed and discussed in 
order to determine the opinions of participants. Various types of questions, not 
open ended, were used to ensure responses were applicable to the question. 
 
6.4 CHAPTER FOUR 
 
Once the empirical study was completed, a comparison between the literature 
review and the empirical study was made in Chapter Four. The purpose of this 
was to draw a direct correlation between the literature review and the empirical 
study. 
 
This correlation used the information gathered in the literature review and 
correlated it with the results of the empirical study. Similarities between the 
literature and the empirical results was highlighted indicating what portions of 
the literature can directly be applied in an implementation strategy. 
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6.5 CHAPTER FIVE 
 
In Chapter Five, an implementation strategy was recommended using the 
correlations established between the information gathered in the literature 
review and the results of the empirical study. The recommended strategy was 
structured following the same logic as the literature review and questionnaire. 
 
It is the opinion of the researcher that the implementation of a formal mentoring 
programme will be beneficial to the organisation. This will provide a formal 
structure to develop the skills of employees to the benefit of the organisation 
and individual employees. 
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ANNEXURE 1 – Respondent email list 
 
Employee No: Surname: Name: Gender: 
120 Allen Ian Christopher M 
121 Armstrong Susan F 
577 Aubert Douglas M 
407 Badenhorst Natalie F 
048 Baer Ronnie M 
110 Basson Morne M 
127 Battison Angus Graham M 
797 Beukes Bedford M 
659 Blandford Richard M 
148 Botha Chris M 
691 Bredenham Lindie F 
368 Bridger Charmaine F 
373 Brown Shakir M 
272 Campbell Anthony M 
670 Christoffels Carol-Anne F 
595 Curzon Nigel M 
602 De Beer Mike M 
315 Deerling Sidwell Sebastian M 
117 Delport Ryno M 
657 Eksteen Christoffel M 
112 Eriksson Neill M 
692 Farrath Abdul-Haadi M 
278 Fisher Shalene F 
794 Fulton Bobby M 
101 Gee Keith M 
676 Goddard-Ford Michael M 
450 Gouws Esmare F 
585 Greeff Gerald M 
594 Gush Robert M 
799 Hartze Morwin Charles M 
662 Hoffman Christina F 
204 Human Phillip Charles M 
582 Janse van Nieuwenhuizen Chris M 
405 Janse van Vuuren Pierre M 
672 Jooste Mytthys Johan M 
482 Jordaan Sonia F 
642 Jordan Madeleine F 
129 Kanangila Musenga M 
675 Le Roux Morne M 
551 Le Roux Allan M 
561 Liberty Ebrahim M 
480 Lloyd Melany Roshane F 
483 Lottering Cynthia F 
432 Madatt Mieta F 
528 Marks Jeanette F 
589 Mcdermott Moya F 
329 Meikle Andrew M 
671 Minnie Marlene F 
798 Muller Lillian F 
795 Ndlondlo Bobby M 
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360 O'Reilly Sarah Ann F 
328 Oliphant Desmond Charl M 
142 Oosthuizen Margaret F 
126 Peel Robert M 
  Pirie Rian M 
113 Priem Gerard M 
658 Raepsaet Tamaryn F 
327 Ropertz Wolfgang M 
597 Simons Rodney M 
454 Slabbert Miriam F 
169 Stoltz Leon M 
694 Swanepoel Andre M 
573 Taljaard Arno M 
150 Thompson Lindsey F 
431 Van Aardt Dennis M 
654 Van der Westhuizen Rocco M 
641 Van Rensburg Adele F 
568 Van Vuuren Dawie M 
345 Van Zyl Andrew M 
697 Warney Johannes M 
796 Wegner Norbert M 
201 Wright Thelma M 
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ANNEXURE 2 – Questionnaire letter 
 
13 August 2009 
Dear Sir or Madam 
 
RESEARCH INTO CREATING A FORMAL DEVELOPMENTAL MENTORING 
PROGRAM FOR LUMOTECH (Pty) Ltd 
 
I am currently conducting research in pursuance of a Masters of Business 
Administration Degree through the Nelson Mandela Metro University. The title 
of the research project is “The identification of factors that contribute to the 
creation of a formal developmental mentoring program at Lumotech (Pty) Ltd”. 
 
The global automotive industry is becoming ever more competitive. 
Globalisation results in developing countries offering cost advantages through 
very low labour costs. Domestically, Original Equipment Manufacturers (OEM’s) 
are able to source components globally resulting in increased cost pressure on 
local component manufacturers. Lumotech continually experiences cost 
pressures from its OEM customers and is in constant competition with other 
global component manufacturers especially developing countries such as India. 
 
Although Lumotech offers local OEM’s a cost and location advantage, the 
organisation must continually improve internal processes and develop 
employee skills. Training and developing employees is good to promote product 
quality and process efficiency and to “brand” the organisation. However, the 
organisation must also focus on long term continuity of skilled employees for the 
benefit of the organisation and the individual. For this reason, a formal 
developmental mentoring program will provide Lumotech with the opportunity to 
identify and develop employees into positions of higher responsibility. This in 
turn will lead to a more skilled and motivated workforce. 
 
The attached questionnaire is divided into nine sections that address the major 
factors that contribute to creating and implementing a developmental mentoring 
program. It should take no more than 10 minutes to complete and will be an 
extremely useful tool in formulating an appropriate and sustainable mentoring 
program. 
 
Please complete and submit the questionnaire to me by latest 15 August 2009. 
All completed questionnaires will be treated as confidential and no individual 
responses will be distributed to third party. 
 
Thank you and kind regards, 
Arno 
Tel: 3074 
97 
 
ANNEXURE 3 – Questionnaire 
 
QUESTIONNAIRE FOR RESEARCH INTO CREATING A FORMAL 
MENTORING PROGRAM FOR LUMOTECH (Pty) Ltd 
 
Please complete the following questions as accurately as possible. 
If you are submitting by email, please indicate your selection by colouring the 
appropriate option with black. 
 
Important Definitions 
• The purpose of a formal mentoring program is the overall development of 
a learner (mentee) through the experiences and knowledge of a teacher 
(mentor); 
• A mentor is a person at a higher organisational level who agrees to act 
as a trusted leader and role model to a person who seeks professional 
growth and development; and 
• A mentee is a person who is guided and supported by an older and more 
experienced person. 
 
Section 1 – General 
1.1 Gender Male Female 
1.2 Age group (years) < 20 20-30 31-40 41-50 51-55 55+ 
1.3 Ethnicity Caucasian Coloured Black Indian Eastern Other 
1.4 Highest level of 
education 
< Grade 
12 Grade 12 Certificate 
N. 
Diploma Degree 
 
1.5 
Current 
organisational 
level 
Director Manager Supervisor Skilled Semi-
skilled 
 
1.6 
Current 
organisational 
function 
Finance Maintenance Engineering Quality Logistics Production 
1.7 
How long have 
you performed 
your current 
function (years)? 
< 5 5-10 10-15 15-20 20-25 25 < 
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Section 2 – Communication 
2.1 
Does the company have 
regular and visible 
communication? 
Yes No Unknown   
2.2 
What is the primary method 
the company uses to 
communicate with you? 
Notice board News letter Email Mini-business 
2.3 
Is this communication media 
easily accessible to you 
(can you access the 
information on a daily 
basis)? 
Yes No Unknown   
 
Poor 
 
   Good 
2.4 
Using the scale provided, 
rate the effectiveness of the 
current method used to 
communicate with you. 
(1=very poor; 5=very good). 1 2 3 4 5 
 
Section 3 – Mentoring experience 
3.1 Do you know what a formal 
mentoring program is? Yes No    
3.2 
Have you ever participated 
in a formal mentoring 
program? 
Yes No 
   
3.3 
If 3.2 was Yes, how long did 
you actively participate 
(years)? 
< 1 1-2 2-3 3-4 5 < 
3.4 
Does your company 
currently have a mentoring 
program? 
Yes No 
   
3.5 
Do you know what the 
purpose of a formal 
mentoring program is? 
Yes No 
   
3.6 
The purpose of a 
mentorship program is the 
overall development of a 
learner (mentee) through 
the experiences and 
knowledge of a teacher 
(mentor). 
 
Considering this definition, 
would you participate in 
such a program? 
Yes No Unknown 
  
3.7 
Would you prefer meetings / 
workshops providing 
educational information 
regarding the purpose and 
outcomes of mentoring 
programs? 
Yes No Unknown 
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Section 4 – Selection Process 
4.1 
If your company implemented a 
formal mentoring program, rate 
the following participant 
selection processes most 
attractive to you. Use each 
number only once. 
 
Least 
     
Most 
4.1.1 - call for volunteers and all participants are selected 1 2 3 4 
4.1.2 
- call for volunteers and 
participants are selected using 
questionnaires 
1 2 3 4 
4.1.3 - management nominated participants 1 2 3 4 
4.1.4 - mentors appointed for each department / mini-business 1 2 3 4 
 
Section 5 – Mentees 
5.1 
Do you believe mentees should 
be allowed to select their own 
mentors? 
Yes No Unknown 
  
5.2 
Do you believe mentees should 
be allowed to identify mentors 
they DO NOT want to be paired 
with? 
Yes No Unknown 
   
5.3 
Being a mentee has many 
advantages. Rate the 
advantages listed below 
according to the scale provided. 
Each rating can only be selected 
once. 
 
Least 
 
      
Most 
5.3.1 - receive exposure to senior 
managers and board members 1 2 3 4 5 
5.3.2 - acquiring job related skills and knowledge 1 2 3 4 5 
5.3.3 - improved promotional 
opportunities 1 2 3 4 5 
5.3.4 - achieving personal change and development 1 2 3 4 5 
5.3.5 - increased organisational status through association with mentor 1 2 3 4 5 
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Section 6 – Mentors 
6.1 
Do you believe mentors should 
be allowed to select their own 
mentees? 
Yes No Unknown 
  
6.2 
Do you believe mentors should 
be allowed to identify mentees 
they DO NOT want to be paired 
with? 
Yes No Unknown 
  
6.3 
Being a mentor has many 
advantages. Rate the 
advantages listed below 
according to the scale provided. 
Each rating can only be selected 
once. 
 
Least 
 
      
Most 
6.3.1 - personal development and 
satisfaction 1 2 3 4 5 
6.3.2 - recognition due to mentee progress and performance 1 2 3 4 5 
6.3.3 - future prospects and professional advancement 1 2 3 4 5 
6.3.4 - having the mentee as an 
additional "resource" 1 2 3 4 5 
6.3.5 - increased self-esteem and public recognition 1 2 3 4 5 
 
Section 7 – Organisational effect 
7.1 
Mentoring programs offer 
advantages to the organisation. 
Rate the following organisational 
advantages according to the 
scale provided. Each rating can 
only be selected once. 
 
Least 
 
      
Most 
7.1.1 - organisational learning through 
sharing of knowledge and ideas 1 2 3 4 5 
7.1.2 - discovery of new talent and 
skills previously unknown 1 2 3 4 5 
7.1.3 
- enhance organisational change 
through continuous skills 
improvement 1 2 3 4 5 
7.1.4 
- enhanced motivation and 
satisfaction through growth and 
development 1 2 3 4 5 
7.1.5 - better retention and recruitment 
as employees feel more valued 1 2 3 4 5 
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Section 8 – Mentoring relationship 
8.1 
The relationship between the 
mentor and mentee is critical to 
the overall success of the 
program. Rate the following 
relationship criteria according to 
its importance to you. Each 
rating can only be used once. 
 
Least 
 
      
Most 
8.1.1 
- disclosure, where both parties 
feel confident to openly discuss 
various topics 
1 2 3 4 5 
8.1.2 
- relationship boundaries, 
stipulating rules and limits 
regarding personal space 
1 2 3 4 5 
8.1.3 
- support, mentors and mentees 
must assist each other with daily 
tasks 
1 2 3 4 5 
8.1.4 
- reporting structure between 
mentor and mentee, open, direct 
and honest feedback without 
negatively influencing the 
relationship 
1 2 3 4 5 
8.1.5 - clarity of responsibilities of the 
mentor and mentee 1 2 3 4 5 
 
Section 9 – Program evaluation 
9.1 
The success and progress of a mentoring 
program can only be determined through 
evaluation of the program. The evaluation will 
assess past performance in order to make 
future program improvements. Please 
indicate if you agree with the following 
statements. The evaluation should:    
9.1.1 - be used to continually improve the program Agree Disagree Unknown 
9.1.2 - determine if the program must be changed Agree Disagree Unknown 
9.1.3 
- be used to compare the effectiveness of the 
program to existing  training programs Agree Disagree Unknown 
9.1.4 
- ensure that the program is meeting the 
original objectives established in the program 
proposal 
Agree Disagree Unknown 
9.2 
Considering the statements and questions 
above, how often do you think should the 
program be evaluated? 
Monthly Quarterly Annually 
9.3 
The progress and level of personal 
development can only be assessed through 
regular assessment. If you participated in the 
mentoring program, how often would you 
prefer to be evaluated in order to receive 
feedback on your progress? 
Monthly Quarterly Annually 
 
